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	INTRODUCTION
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	Conference/Discussion
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Motivator
	Show:  Slide 1 (Title Slide)

Damage resulting from sexual harassment and sexual assault extends far beyond the victim.  It weakens the very health and morale of our Soldiers and Department of the Army (DA) Civilians by breaking the bond of trust within our Army team.  Your role is critical to the Army strategy to defeat sexual harassment and sexual assault. We need buy-in from every leader, Soldier, and DA Civilian that any case of sexual harassment or sexual assault is one incident too many.  To get to this level of buy-in requires each of you to become more vigilant and learn to intervene, act, and be motivated to stop sexual harassment and sexual assault. 
The Army needs you to: 
Treat all Soldiers, DA Civilians, and Family members with dignity and respect. 
Strongly condemn sexual harassment and sexual assault regardless of age, rank, gender, sexual orientation, etc.
Take ownership for eliminating the “enemy within our ranks.”
Intervene to prevent sexual harassment and sexual assault. 
Encourage Soldiers, DA Civilians, and Family Members to report incidents.
Make the Army and the Department of Defense (DOD) the leader and “blueprint for the Nation.”  

	 
	State:  “This training contains language and content, which may be offensive or disturbing to some students.”




	

Terminal Learning Objective
(TLO) 
	Show:  Slide 2 (Terminal Learning Objective)

State the following Terminal Learning Objective (TLO) requirements:
At the completion of this lesson, you (the student) will:

	
	ACTION
	Demonstrate behavior consistent with the Army’s Sexual Harassment/Assault Response and Prevention Program.

	
	CONDITION
	In a classroom environment, with facilitated group discussions, videos, and simulated real-life scenarios involving potential and actual sexual harassment and sexual assault.

	
	STANDARD
	Describe the impact of sexual harassment and sexual assault on the Army, examine strategies to prevent sexual harassment and sexual assault, discuss support resources available to complainants of sexual harassment and victims of sexual assault, penalties for sexual harassment and sexual assault offenders, and DOD Sexual Assault Prevention and Response (SAPR) and Army SHARP Program.  Participate in all discussions and complete practical exercises with 100 percent accuracy.

	Safety Requirements
	No food or drink is allowed near or around electrical equipment (CPU, file servers, printers, projectors, etc.) due to possible electrical shock or damage to equipment.  All students should exercise care in personal movement in and through such areas.  Avoid all electrical cords and associated wiring.  In the event of an electrical storm, students and instructors will be instructed to power down equipment.

	Risk Assessment Level
	A Low Risk Assessment is to be produced locally in accordance with (IAW) Field Manual (FM) 5-19, August 2006.

	Environmental Considerations
	It is the responsibility of all Soldiers and Civilians to protect the environment from damage.
Based on its commitment to environmental protection, the Army will conduct its operations in ways that minimize environmental impacts.  The Army will:
· Comply with all environmental laws and regulations.  This includes federal, state, local, and Host Nation laws, some of which are outlined in Training Circular (TC) 3-34.489, The Soldier and the Environment, 26 Oct 01, Appendix B.
· Prevent pollution at the source by reducing, reusing, and recycling material that causes pollution.
· Conserve and preserve natural and cultural resources so they will be available for present and future generations.
Units and installations will prepare an environmental risk assessment using the before, during, and after checklist found in TC 3-24.489, Appendix A.  The checklist should supplement local and state environmental regulations applicable to the instructional area.

	Evaluation
	During this lesson, students will be asked “Check on Learning” questions and required to participate in PEs to demonstrate their ability to perform the learning objectives.

	Instructional Lead-in
	State: We will describe the impact of sexual harassment and sexual assault on the Army, examine strategies to prevent sexual harassment and sexual assault, discuss support resources available to complainants of sexual harassment, penalties for sexual harassment and sexual assault offenders, and victims of sexual assault and DOD Sexual Assault Prevention and Response (SAPR) and Army SHARP Program.  You must participate in all discussions and practical exercises.


(NOTE:  Click the black section to start the video.)
Show:  CSA Video [30 seconds]
General Raymond T. Odierno, CSA, provides brief opening remarks about stopping sexual harassment and sexual assault.
State:  “As CSA Odierno confirms, stopping sexual harassment and sexual assault is important not only to Army leadership but to all of us, Soldier, DA Civilian, and Family member alike—these behaviors are damaging to the individual, the unit, and the community.  Let’s take a moment to review the potential impacts of these behaviors.”
	SECTION III.
	 PRESENTATION


(NOTE:  When delivered to students in theater, this training should be supplemented with information detailing sexual harassment and sexual assault issues specific to the deployed environment.  Appendix E provides a template for information that should be compiled by the commander and/or instructor prior to the delivery of this training and then distributed to students.  
TLO-LSA 1:  Describe the Impact of Sexual Harassment and Sexual Assault on the Army
Instructional Time:   1 Hour
Media: PowerPoint Slides
Instructional Strategy:  Conference/Discussion/Practical Exercise/Video
                                     
Show:  Slide 3 (The Impact)

(NOTE:  Slide is animated.)
(NOTE:  Click for animation.)
 Impact of Sexual Harassment and Sexual Assault on the Unit and Operational Readiness
The impact of sexual harassment and sexual assault reverberates throughout a unit and beyond, degrading readiness by devastating the Army’s ability to work effectively as a team.  Think of what happens:
Victims may not be able to fulfill their duties or may otherwise have their ability to perform the mission compromised.
Soldiers are distracted from their mission by a potential threat to their own safety and well-being.
Alleged perpetrators are often placed on administrative hold and, therefore, cannot deploy with their units.
Divisiveness may exist not only within a unit but also between units if an alleged perpetrator is in one unit and the victim is in another.
Unit leadership attention shifts from the normal duties involved in maintaining readiness to investigation, charges, handling of the accused, addressing a victim’s needs, and restoring the unit’s cohesion and trust.
Impact of Sexual Harassment on an Individual
Potential psychological effects of sexual harassment on an individual include:
	· Confusion
	· Guilt

	· Anxiety
	· Mistrust

	· Embarrassment
	· Shame

	· Fear—which could include fear of:
· Retaliation by the harasser(s) or the harasser's friends, colleagues, or even by the chain of command
· Being isolated or ostracized
· The harasser becoming angry over getting in trouble, when the complainant only wants the behavior to end  

	· Stress—which could include stress related to:
· Character attacks
· Same-gender harassment
· Masculinity in question



Potential physical effects of sexual harassment on an individual include:
	· Fatigue 
	· Loss of appetite

	· Muscle pain 
	· Decreased coordination

	· Insomnia
	· Headaches 

	· Stomach problems
	· Weight loss or gain

	· Increased blood pressure
	· Sexual disinterest or dysfunction



Impact of Sexual Assault on an Individual
Potential psychological effects of sexual assault on an individual include:
	· Shock
	· Terror
	· Increased risk of alcohol or other drug abuse

	· Confusion
	· Helplessness
	· Feelings of numbness

	· Fear
	· Anger or rage
	· Grief or intense sorrow

	· Anxiety
	· Depression
	· Enhancement of particular senses

	· Panic symptoms
	· Anxiety disorders
	· Difficulty trusting self or others

	· Shame
	· Guilt and self-blame
	· Inability to concentrate

	· Social withdrawal
	· Concerns about being believed
	· Preoccupation with the crime

	· Feelings of unreality
	· Concerns about being blamed
	· Concerns about personal safety

	· Isolation
	· Problems with important relationships
	· Increased feelings of vulnerability

	· Suicide ideation
	· Post-traumatic Stress Disorder (PTSD)
	· Negative changes in belief system

	· Persistent avoidance of things associated with the traumatic event
	
	



Potential physical effects of sexual assault on an individual include:
	· Physiological anxiety
	· Increased risk of cardiac distress, irritable bowel syndrome, and chronic pain

	· Physical injuries
	· Substantial lifestyle changes, including restriction of activities once enjoyed

	· Permanent disability
	· Possible exposure to sexually transmitted diseases, exposure to the human immunodeficiency virus (HIV), and unwanted pregnancy

	· Disfigurement
	· Physical injuries that lead to other health conditions

	· Sleep disorders
	· Immune disorders that increase the potential for infectious diseases

	· Inability to work
	· Loss of appetite, excessive appetite, or eating disorders

	· Lethargy and body fatigue
	· Decreased libido and sexual dysfunction

	· Increased risk of future victimization
	



Additionally, these behaviors and incidents do not align with Army Values such as Duty, Honor, Integrity, and Respect.
State:  “Historically, as various victims’ rights movements were underway, DOD and the Army were dealing with these very real impacts of sexual harassment and sexual assault.  We will revisit these impacts in two videos later in the lesson, but we will now take a moment to explore the history of the Army’s response to these problems that led up to a shift from a focus on the victim to the current focus on the offender.” 
Show:  Slide 4 (Historical Timeline)

(NOTE:  Slide is animated.)
(NOTE:  Click for animation.)
(NOTE:  The purpose of this historical perspective is to provide background information to highlight the change in approach from victim-focused to offender-focused; however, this information is not a mandatory part of the instruction.  Be careful not to spend too much time going into detail on this slide—keep the discussion to less than 10 minutes, but be sure to stress the transition from a reactive approach to a proactive approach.  Details for each point in the timeline [separated from the dates by a border, with the corresponding text below] are provided if students are interested and time allows.)
As is displayed on the historical timeline, initially the Army’s approach was reactive (responding to events) and its emphasis was on modifying victim behavior as a means of reducing incidents.  By 2004, the Army decided to employ new tactics—go on the offensive and be proactive in prevention and intervention, and focus efforts on addressing offender behaviors and accountability.  This approach aligns with outcomes of the victims’ rights movements and positions the Army to shape its own future, instead of managing incidents.
The Army integrated the SAPR mission with the military Prevention of Sexual Harassment (POSH) mission (formerly administered by the Army’s Equal Opportunity [EO] and Equal Employment Opportunity [EEO] Programs).
(NOTE:  The following bulleted list is instructor information only.  Use only as time and interest allow.)
Timeline Background Information
1. In 1964, Congress recognized it needed to intervene at the societal level to stop sexual harassment in the workplace.  Congress enacted the Civil Rights Act and Title VII of this act defined and prohibited sexual harassment in the workplace for the first time.  Over the next 20 years, numerous court case proceedings clarified the definition of prohibited sexual harassment or discrimination practices.
1. In 1981, the Merit Systems Protection Board (MSPB) conducted a study to determine the nature and extent of sexual harassment in the federal government.  The survey served as a baseline by which to measure future progress in reducing sexual harassment.  Initially, the study found that one out of every four employees reported being sexually harassed on the job over a 2-year period and that 42 percent of female respondents and 15 percent of male respondents reported being sexually harassed.  The Army reacted to the MSPB survey results by developing a plan of action to address the high rate of sexual harassment found among DA Civilian employees in the Army at the time of the survey.  They assigned the response and reduction of sexual harassment for DA Civilian employees to the EEO Office.
1. In 1982, the Army instituted a requirement for POSH training.
1. The MSPB issued another survey in the late 1980s and discovered that the rate of sexual harassment was almost identical to the earlier study.  As a result of that newer study and of the increased pressure on the military services to step up its efforts to address sexual harassment, DOD also created a Task Force on Women in the Military to look at issues related to the integration of women.  The task force made three recommendations for reducing sexual harassment:
1. Administer regular sexual harassment surveys.
Require the adoption of a standardized definition of sexual harassment.
Improve the training and enforcement procedures.
1. In 1991, the “Tailhook” scandal exposed the extent of sexual harassment and sexual assault within the Navy.  At a 2-day conference for Navy and Marine Corps aviators in Las Vegas, it was discovered that 140 junior officers were alleged to have sexually assaulted 83 females and seven males.  In most cases, charges were dismissed or personnel received non-judicial punishment.  Twenty-nine admirals and one Marine general officer received letters of admonition for their conduct at Tailhook, but none of these letters were filed in their official records.  Of the six cases referred for courts-martial, only one was found guilty of any charges.  That lieutenant was required to pay a $1,000 fine and received a letter of admonition.
1. In 1997, DOD suffered another setback with the scandal at Aberdeen Proving Grounds in Maryland.  Ten persons from the United States Army Ordnance Center and School at Aberdeen were charged in the scandal.  Captain (CPT) Derrick Robertson was the lone officer charged, and he pled guilty to adultery and other offenses.  Robertson received a year of confinement and was released from the Army.  Staff Sergeant (SSG) Delmar Simpson received 25 years imprisonment for 18 counts of rape and other charges.  At the outset of the crisis, the Army opened up a toll-free phone number for victims of sexual assault to report incidents.  General Kennedy recounts, "Almost 2,000 calls were logged within days; over 200 were referred to investigators:  of these, 56 involved Aberdeen Proving Ground."[footnoteRef:1]  The scandal again heightened awareness of sexual harassment and sexual assault in the military and raised the Army’s level of concern.  Both DOD and the Army made policy changes subsequent to the Aberdeen scandal—updating the definitions of sexual harassment and sexual assault and clearly delineating processes, responsibilities, and punishments.  These policy changes are captured in DOD Directive (DODD) 6495.01; DOD Instruction (DODI) 6495.02; Army Regulation (AR) 600-20; DOD Directive 1350.2; and Uniform Code of Military Justice (UCMJ) Articles 80, 120, 125, and 134. [1:  Kennedy, C. and McConnell, M.  Generally Speaking:  A Memoir by the First Woman Promoted to Three-Star General in the United States Army.  New York:  Warner Books.  2001.] 

1. In 2003, Senators Wayne Allard and Ben Nighthorse Campbell brought concerns to the Air Force about alleged sexual assaults at the Air Force Academy.  Public Law 108-11, dated 16 April 2003, established a panel to review the sexual misconduct allegations at the school.  They revealed that a DOD Inspector General’s survey of cadets in May 2003 showed that 18.8 percent of female cadets said they had been a victim of at least one sexual assault or attempted sexual assault while at the Air Force Academy.  This included 7.4 percent of females who said they had experienced one rape or attempted rape while there, as well.  The panel faulted Air Force and Air Force Academy leadership for what the panel deemed an inadequate response and oversight of the sexual assault issues that had transpired for approximately 10 years.  In April 2003, the Secretary of the Air Force announced the retirement of the Academy’s Superintendent and reassignment of the commandant and others.  This congressional panel criticized the Air Force Inspector General’s report on the incident and the work of the Air Force Sexual Assault Policy Working Group, indicating both had failed to hold Air Force leadership accountable.[footnoteRef:2] [2:  “Report of the Panel to Review Sexual Misconduct Allegations at the U.S. Air Force Academy.”  Retrieved 01 Apr 13 from:  http://www.defense.gov/news/Sep2003/d20030922usafareport.pdf.] 

1. Following the 2003 Air Force Academy sexual assault investigation, and the 2003/2004 reports on sexual assaults from theater following the start of the war in Iraq, DOD and the Army created sexual assault task forces and developed action plans to address the issue.
1. As a result of task force recommendations, DOD created the Sexual Assault Prevention and Response Office (SAPRO) in 2004, which promoted prevention through training and educational programs, treatment and support of victims, and system accountability.  At about the same time, the Army created its own SAPR Office.
1. In September 2008, SECARMY and the CSA initiated the Army’s Sexual Assault Prevention Campaign.  In 2009, the SECARMY decided to combine the DA’s POSH and SAPR Programs.  The goal of this integration was to create one program office that could oversee the DA’s sexual harassment and sexual assault programs by 2010.
In 2009, Army leadership directed that both sexual harassment and sexual assault prevention be handled by SARC/SHARP and VA/SHARP Specialists.  This decision is being codified in policy.  This change will enable a consistent approach and place equal emphasis on the prevention of sexual harassment and sexual assault.
Sexual assault response for DA Civilians continues to be managed by multiple state and local Civilian agencies and organizations.  However, non-military individuals who are victims of sexual assault are eligible for limited emergency care medical services at a military treatment facility (MTF), unless otherwise eligible as a service member or TRICARE beneficiary of the military health system to receive treatment in an MTF at no cost to them.  They are also to be offered limited SAPR services, to be defined as the assistance of a SARC/SHARP or VA/SHARP Specialist while undergoing emergency care outside the continental United States (OCONUS).  These limited medical and SAPR services are provided to DOD Civilian employees and their Family dependents, 18 years of age and older, when they are stationed or performing duties OCONUS and are eligible for treatment in the military health system at military installations or facilities OCONUS.  United States citizen DOD contractor personnel, when they are authorized to accompany the Armed Forces in a contingency operation OCONUS, and their United States citizen employees may also receive these services.  Additional medical services may be provided to contractors under certain circumstances (see DODI 3020.41, Operational Contract Support).[footnoteRef:3] [3:  DODI 6495.02 Sexual Assault Prevention and Response Program Procedures, 28 Mar 13.] 

State:  “The SHARP Program has not replaced the EO and EEO Programs; DA Civilian sexual harassment response is still the responsibility of the EEO Program.  We will revisit specifics of the SHARP Program as well as distinctions in the policy between Soldiers and DA Civilians later in the lesson.  Now let’s review the definition of sexual harassment.”
Show:  Slide 5 (Definition of Sexual Harassment)

(NOTE:  Slide is animated.  First-level bullets appear automatically on the slide.  Second-level bullets enter with animation prompts below.)
Ask:  “What is the definition of sexual harassment?”
(NOTE:  Allow a few students to respond and then click for animation.)
State:  “To ensure that we’re all able to uphold the Army’s policy on sexual harassment and enforce a shared understanding of sexual harassment, we must all be able to define the terminology correctly and consistently with how the Army defines sexual harassment.  Let’s review the Army’s definition of sexual harassment.”
The Army’s definition of sexual harassment is provided in AR 600-20, which states that sexual harassment is a form of gender discrimination that involves unwelcomed sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature between the same or opposite genders when…
(NOTE:  Click for bullet.)
Submission to, or rejection of, such conduct is made either explicitly or implicitly a term or condition of a person’s job, pay, or career
Ask:  “What is an example of the condition outlined in this bullet?”
(NOTE:  Allow a few students to answer.)
Answer:  Potential answers include:  A person hints or states that the only way to continue in a job, get a promotion or pay raise, keep a job, or in any other way affect one’s job is to engage in sexual behavior with the person in charge.  
(NOTE:  Click for bullet.)
Submission to, or rejection of, such conduct by a person is used as a basis for career or employment decisions affecting that person
Ask:  “What is an example of the condition outlined in this bullet?”
(NOTE:  Allow a few students to answer.)
Answer:  Potential answers include:  A person states that the only way to continue in a job or get a promotion or pay raise is to engage in sexual behavior with the person in authority (e.g., commander, supervisor, manager, etc.).
(NOTE:  Click for bullet.)
Such conduct has the purpose or effect of unreasonably interfering with an individual’s work performance or creates an intimidating, hostile, or offensive working environment
Ask:  “What is an example of the condition outlined in this bullet?”
(NOTE:  Allow a few students to answer.)
Answer:  Potential answers include:  A person continually sexually harasses another person to the point that it creates a hostile or offensive environment.  This behavior is not limited to supervisors or people in positions of power.  A co-worker can also commit sexual harassment by creating such an environment.  
Any person in a supervisory or command position who uses or condones implicit or explicit sexual behavior to control, influence, or affect the career, pay, or job of a Soldier or DA Civilian is engaging in sexual harassment.  Similarly, any Soldier or DA Civilian who makes deliberate or repeated unwelcomed verbal comments, gestures, or physical contact of a sexual nature is engaging in sexual harassment.
Show:  Slide 6 (Definition of Sexual Assault)

(NOTE:  Slide is animated.  First bullet appears automatically on the screen.  Subsequent bullets appear with animation prompts below.)
Ask:  “What is the definition of sexual assault?”
(NOTE:  Allow a few students to respond and then click for animation.) 
Sexual assault is a crime.
The definition of sexual assault has changed recently and is defined in DODI 6495.02 as follows:
Intentional sexual contact characterized by the use of force, threats, intimidation, or abuse of authority or when the victim does not or cannot consent. 
As used in this Instruction, the term includes a broad category of sexual offenses consisting of the following specific UCMJ offenses:  rape, sexual assault, aggravated sexual contact, abusive sexual contact, forcible sodomy (forced oral or anal sex), or attempts to commit these offenses.
State:  “We will review the UCMJ definitions of these sex offenses later in the lesson, but first let’s talk about the difference between sexual harassment and sexual assault.
Show:  Slide 7 (Sexual Harassment vs. Sexual Assault)

Although physical contact sexual harassment includes unwanted touching, as we will discuss in a moment, the significant difference in determining if a sexual assault has occurred is found in the definition of “sexual contact” in accordance with Article 120 of the UCMJ.  
“Sexual contact” is touching, or causing another person to touch, either directly or through the clothing, the genitalia, anus, groin, breast, inner thigh, or buttocks of any person with an intent to abuse, humiliate, or degrade any person; or any touching, or causing another person to touch, either directly or through the clothing, any body part of any person, if done with an intent to arouse or gratify the sexual desire of any person.  Touching may be accomplished by any part of the body.
NOTE:  Do not demonstrate these behaviors to your audience because it may be offensive to others.
Keep in mind, sexual harassment can also involve physical contact but does not include contact with any of the areas of the body covered in Article 120.
Show:  Slide 8 (Continuum of Behaviors)

Before we discuss the Army’s definition of key terms related to sexual harassment, let’s take a moment to discuss how these behaviors are interrelated.  The continuum of behaviors illustrated here is adapted from the “Touch Continuum”[footnoteRef:4] developed by Cordelia Anderson, which was introduced to sexual abuse prevention programs in 1977.  Anderson’s continuum was used to help children and adolescents become aware of “good” or “comfortable” touching by others and how it differs from “bad” or “uncomfortable” touching. [4:  Retrieved on 25 Apr 2013 from:  http://www.cordeliaanderson.com/TouchContinuum] 

Behaviors may range from healthy to abusive.  At one end of the continuum are healthy, consensual, safe, and respectful behaviors; at the other end are abusive and violent behaviors.  Along the continuum are opportunities to intervene before the behaviors progress to inappropriate, harassing, abusive, or violent.  
State:  “Attacking the issues at the lowest level could possibly prevent these sorts of actions from occurring, so it is important to address sexual harassment with the same importance as sexual assault.  Now that we have explored how these behaviors relate, let’s take a moment to explore how they are different.”
Show:  Slide 9

· READ PRIOR TO DISMISSING CLASS:
· We will take a short 5 minute break before beginning the video
· Any civilian employee who wants to excuse themselves from the video and its corresponding discussion should return in __ minutes; according to the clock in the room, that would be ____ (insert return time).

Show:  Slide 10 (Real Time Impact, Part II)

Show:  Orientation Video [12 minutes, 32 seconds]
The video depicts multiple instances of sexual harassment and response opportunities.   All personnel in this video are paid actors and not real Soldiers. 
Practical Exercise:  Impact of Sexual harassment and Sexual Assault on the Army
Time:  10 Minutes
After the video plays, conduct a brief (5-10 minute) discussion on the impacts of the sexual harassment on the individual, unit, and/or operational/mission readiness.  Sample questions to guide the discussion could include:
· What opportunities did bystanders have to prevent the sexual harassment of SPC Hansen?
Potential answers include:  Other unit members and co-workers could have intervened during PT, in the dining facility, and in the office. 
· What could the bystanders have done differently?
Potential answers include:  They could have informed PFC Barrows that his comments were inappropriate, changed the subject, distracted PFC Barrows, etc. 
· In the video, SPC Hansen starts to apologize for not speaking up about the sexual harassment sooner, although SGT Mills says her peers owe her an apology instead.  Do you think many victims might blame themselves or think they made a mistake?

Potential answers include:  Victims of sexual harassment are often surprised and overwhelmed by this unwanted behavior in an environment where they expected to feel safe.  This is why it is so important for every member of the Army community to intervene, because victims need support and encouragement to know they are not alone.

· What are some ways you can prevent sexual harassment?

Potential answers include:  Set a tone of respect for all Soldiers and Civilians.  Speak up if you are offended by a behavior, and tell the person that the behavior bothers you. 

· Describe the link between sexual harassment and sexual assault.

Potential answers include:  Sexual innuendos and sexual harassment set a tone of disrespect and objectification.  When people are reduced to being objects, it justifies mistreatment of them and reduces empathy for the victim.  Sexual harassment can create a hostile climate that fosters sexual assault.  You can see it happen in the video as PFC Barrows begins making sexual comments to SPC Hansen, then eventually tries to touch her inappropriately.

· What are some ways you can deal with someone sexually harassing you or a fellow team member?

Potential answers include:  Inform the offender, if you feel safe doing so.  Document details of all incidents.  File a formal complaint.  Enlist an ally to talk to the offender, especially someone of equal or higher rank.

State:  “In the video, we witnessed an instance of sexual assault.  Let’s explore the similarities and differences between sexual harassment and sexual assault as well as opportunities to identify these behaviors early before they potentially become problems.”
Show:  Slide 8 

· STATE: We will take a short break; please be back at ____ (should match the return time given prior to the video).

TLO-LSA 3:  Examine Strategies to Prevent Sexual Harassment and Sexual Assault 
Instructional Time:  1 hour 30 Minutes
Instructional Strategy:  Conference/Discussion/Practical Exercise/Video

Show:  Slide 12 (Army Policy on Sexual Harassment)

(NOTE:  Slide is animated.  First bullet appears automatically on the slide.  Additional bullets enter with animation prompt below.)
We defined sexual harassment earlier; now let’s take a look at the Army’s policy on sexual harassment.  You should become familiar with this policy and be able to identify and explain it.
(NOTE:  Click for each bullet.  Instruct a different student to read each bullet aloud from the slide.) 
Sexual harassment is unacceptable and will not be tolerated
Sexual harassment destroys teamwork and negatively affects combat readiness
Army leadership at all levels will be committed to creating an environment conducive to maximum productivity and respect for human dignity
The success of the mission can be achieved only in an environment free of sexual harassment for all personnel
The prevention of sexual harassment is the responsibility of every Soldier and DA Civilian; leaders set the standard for Soldiers and DA Civilians to follow. 
Ask:  “What does this mean for all of us?”
(NOTE:  Allow one or two responses and then provide a one-sentence restatement with some of the information below.)
The policy of the Army is that sexual harassment is unacceptable conduct and will not be tolerated.  The Army’s policy on sexual harassment applies to your behavior and actions 24 hours a day throughout your military career and applies to working, living, and recreational environments on and off post.
Soldiers and DA Civilians alike should be able to describe what kinds of behaviors are inappropriate and unprofessional.
The dynamics of sexual harassment do not change from Soldier to DA Civilian.  The behaviors are unwelcomed sexual advances, requests for sexual favors, and other sexual verbal or physical conduct.
The Army strongly condemns sexual harassment regardless of age, rank, gender, sexual orientation, etc.
Show:  Slide 13 (Sexual Harassment Checklist)

(NOTE:  Slide is animated.  First bullet appears automatically on the slide.  Additional bullets appear with animation prompts below.)
(NOTE:  As you review this material, inform students that a complete investigation is required to legally identify behaviors as sexual harassment.  For the purposes of our discussion, we can only form an opinion, which may or may not be accurate, on the behaviors displayed.  An investigation would be required to confirm that sexual harassment occurred.)
Sexual harassment does not have to be of a particular intensity; sexual innuendo is as inappropriate as an invitation for sex.  To recognize sexual harassment, you need to recognize that there are fundamental differences in relationships with leaders, supervisors, etc.  Additionally, sexual harassment is a form of gender discrimination, is illegal, is damaging to the Army community, refers to a broad range of behaviors, and may occur as a single or repeated incident.
In determining whether a specific incident or behavior constitutes sexual harassment, the following questions can help to create a frame of reference or mental picture for tying policy with related elements and behaviors:
(NOTE:  Instruct a different student to read each bullet aloud from the slide.) 
Is the behavior sexual in nature?
We know from AR 600-20 that sexual harassment involves advances; requests for favors; or other verbal, nonverbal, or physical contact of a sexual nature.  We will define “verbal,” “nonverbal,” and “physical contact” on the next slide.
(NOTE:  Click for animation.)
Is the behavior unwelcomed?
Unwelcomed is unwanted.  This means that inappropriate behavior is determined by the person who perceives the behavior as inappropriate rather than by the alleged harasser.  
State:  “The harasser’s intent is not the determining factor.” 
What one person may consider to be joking or horseplay must be evaluated for its appropriateness and its impact on the aggrieved individual.  Assessing whether a behavior is appropriate or offensive must be done from the perspective of the complainant, not the alleged harasser.  An excuse such as "I was only joking" is irrelevant.  In the event of a complaint, the impact of an incident or series of incidents will be reviewed and evaluated from the complainant's perspective.  
AR 600-20 also explains that sexual harassment may have a harassing effect on third persons (including bystanders).  So, it is important to note that determining whether behavior is unwelcomed involves considering the perspective of all those who are present for a given situation, whether or not they were directly involved in the behavior.
(NOTE:  Click for bullet.)
Would a reasonable person find the behavior to be inappropriate?
Whether or not a complainant is emotionally affected by and/or willingly submitted to the behavior in question is also irrelevant in determining if an incident constitutes sexual harassment.  The only relevant question to be answered is whether the behavior was appropriate or inappropriate as it relates to Army policy.  
As a result of socialization, individuals observing the same behavior may have a very different perspective on what they saw and what they felt.  The reasonable person standard asks, "How would a reasonable person under similar circumstances react to or be affected by such behavior?”  
NOTE:  Ask students, “What is the reasonable person standard?  Generate discussion and then provide the Army’s definition.
State:  “The reasonable person standard is used to predict the expected reaction to, or impact of, perceived offensive behaviors on the recipient.”
The standard describes an individual who demonstrates “average and typical” judgment, skill, or behavior in a relevant situation.
NOTE:  Does one of the following exists?
Do the elements of power, control, or influence exist?
These next two questions on the checklist are linked back to the two types of sexual harassment outlined in AR 600-20—hostile environment and quid pro quo.  We will define these terms in a subsequent slide. 
We also know from AR 600-20 that two of the potential conditions in the definition of sexual harassment involve submission to, or rejection of, conduct related to a term or condition of a person’s job, pay, career, or employment decisions. 
(NOTE:  Click for bullet.)
Does the behavior create a hostile or offensive environment?
AR 600-20 also provides a third possible condition in the definition of sexual harassment, clarifying that conduct considered sexual harassment may have the purpose or effect of unreasonably interfering with an individual’s work performance or creating an intimidating, hostile, or offensive environment.  These rules apply to Soldiers 24/7, so the “hostile environment” extends to their living environment (e.g., the gym, barracks, post exchange, etc.).  AR 600-20 further defines that this type of conduct constitutes hostile environment sexual harassment.
(NOTE:  Click for animation.)
State:  “The potential sexual harassment behaviors which the Sexual Harassment Checklist helps us identify are separated into three categories in AR 600-20—verbal, nonverbal, and physical contact.  Let’s take a moment to define each of these categories.”
Show:  Slide 14 (Categories of Sexual Harassment)

(NOTE:  Slide is animated.  The three types of sexual harassment appear automatically on the slide.  Bullets enter with animation prompts below.)
Verbal 
Comments or sounds made aloud by individuals can create a hostile environment when overheard by others.  These comments are of a sexually implicit or explicit behavior.  They are designed to intimidate, coerce, manipulate, or demean.
Ask:  “What are some examples of verbal sexual harassment?”
(NOTE:  Allow a few students to answer and then click for animation.)
Answer:  Examples of verbal sexual harassment may include:
Telling sexual jokes
Using sexually explicit profanity or threats, sexually oriented cadences, or sexual comments
Whistling in a sexually suggestive manner
Describing certain attributes of one’s physical appearance in a sexual manner
Using terms of endearment such as “honey,” “babe,” “sweetheart,” “dear,” “stud,” or “hunk” in referring to Soldiers, DA Civilian co-workers, or Family members
Nonverbal 
Sexually suggestive actions or body movements made by individuals can create a hostile environment when observed by others.
Ask:  “What are some examples of nonverbal sexual harassment?”
(NOTE:  Allow a few students to answer and then click for animation.)
Answer:  Examples of nonverbal sexual harassment may include:
Staring at someone, “undressing someone with one’s eyes,” blowing kisses, winking, or licking one’s lips in a suggestive manner
Displaying inappropriate printed material (e.g., sexually oriented pictures or cartoons)
Using sexually oriented screen savers on one’s computer
Sending sexually oriented notes, letters, faxes, or e-mail
Physical contact 
Ask:  “What are some examples of physical contact sexual harassment?”
(NOTE:  Allow students to answer and then click for animation.)
Answer:  Examples of physical contact sexual harassment may include:
Touching, patting, pinching, bumping, or grabbing (such as patting someone on the buttocks during a basketball game)
Cornering or blocking a passageway
Kissing
Providing unsolicited back or neck rubs

Remember, touching another person’s genitalia, anus, groin, breast, inner thigh, or buttocks is considered “sexual contact” rather than physical contact sexual harassment.
(NOTE:  Sexual assault and rape are extreme forms of sexual harassment and serious criminal acts.  We will discuss these offenses later in the lesson.)
State:  “In addition to the categories of sexual harassment, AR 600-20 outlines two types of sexual harassment—quid pro quo and hostile environment.  Let’s take a moment to define these terms.”
Show:  Slide 15 (Types of Sexual Harassment)

(NOTE:  Slide is animated.  The types of sexual harassment appear automatically on the slide.  Bullets enter with animation prompts below.)
Quid Pro Quo
Quid pro quo is a Latin term meaning “this for that.”  It refers to conditions placed on a person’s career or terms of employment in return for favors, including implicit or explicit threats of adverse action if that person does not submit to such conditions and/or promises of favorable actions if that person does submit to such conditions.  
Ask:  “What are examples of quid pro quo sexual harassment?”
(NOTE:  Allow a few students to answer, and then click for animation.)
Answer:  Examples of quid pro quo sexual harassment include:
Demanding sexual favors in exchange for a promotion, award, or favorable assignment 
Disciplining or relieving a subordinate who refuses sexual advances
Threatening a poor job evaluation for refusing sexual advances 
Incidents of quid pro quo sexual harassment may also have a harassing effect on third persons.  They may result in allegations of sexual favoritism or general discrimination when a person feels unfairly deprived of recognition, advancement, or career opportunities because of favoritism shown to another Soldier or DA Civilian on the basis of a sexual relationship.  
An example would be a Soldier who is not recommended for promotion and who believes that his or her squad leader recommended another Soldier in his or her squad for promotion on the basis of provided or promised sexual favors rather than merit or ability.
Hostile Environment
Hostile environment sexual harassment occurs when Soldiers, Family members, or DA Civilians are subjected to offensive, unwanted, and unsolicited comments, or behaviors of a sexual nature.  If these behaviors unreasonably interfere with an individual’s performance, regardless of whether the harasser and the complainant are in the same workplace, then the environment is classified as “hostile.”
A hostile environment brings the topic of sex or gender differences into the workplace in any number of forms.
Ask:  “What are examples of hostile environment sexual harassment?”
(NOTE:  Allow students to answer, and then click for animation.)
Answer:  Examples of hostile environment sexual harassment include:
Using derogatory, gender-biased terms
Making comments about body parts
Displaying sexually suggestive pictures
Telling sexually explicit jokes
Unwanted touching 
Remember, a third party—not just the object of the attention—can also view behaviors as sexually harassing.
State:  “The Army’s policy on sexual harassment is built upon existing civil rights and EEO laws but has some important distinctions; let’s discuss these briefly now.”
Show:  Slide 16 (Distinctions for Army Sexual Harassment Policy)



	Military
	DA Civilian

	Policy applies on and off duty hours.
	Policy only applies while on duty.

	The workplace is all the time (including off duty) and everywhere (including barracks, etc.).
	The workplace is more narrowly defined to the actual office/workplace and areas associated with working.

	Victims do not have the right to sue the offender.
	Victims have the right to sue through the administrative process provided in 29 Code of Federal Regulations (CFR) Part 1614.*

	Victims are encouraged to confront offenders; however, supervisors/ managers are responsible for confronting offenders once they know of the harassment.
	Victims are encouraged to confront the offender also; however, supervisors/ managers are responsible for confronting offenders once they know of the harassment.**

	Formal complaints are managed by the commander.
	Formal complaints are managed by EEO personnel.

	Soldiers have 60 calendar days from the date of the alleged incident in which to file a formal complaint. 
	DA Civilians must contact the EEO Office within 45 days of the harassment.***

	AR 600-20 provides guidance on Family members who experience sexual harassment
	


*Monies that are awarded from the complaint are taken from unit funds.
**DA Civilians who believe they are being sexually harassed can choose to confront the offender and they have a responsibility to alert management of the harassment if they do not wish to confront the offender.  Therefore, management is responsible for confronting offenders once it knows or should know of the harassment.
Although a best practice is to advise the offender that the comments or conduct is unwelcomed, technically, Army policy does not require victims of sexual harassment to confront the harasser.
***When a DA Civilian files a complaint of sexual harassment, it is filed against the Secretary of the Army.  The individual must contact the EEO Office within 45 days of the harassment to initiate a complaint of discrimination.  If the harassment is ongoing, the most recent instance must have occurred within 45 days of contact with the EEO Office. 
Any Civilian employee under the direct supervision of a commanding officer or officer in charge of a military unit, vessel, facility, or area of the Army may use an alternate procedure for addressing allegations of sexual harassment:
Title 10 United States (U.S.) Code Section 1561 is a Civilian option for addressing sexual harassment concerns involving military commanders.
It is separate from the Army’s EEO complaint procedure.
Generally, both (EEO and U.S. Code Section 1561) procedures can be conducted simultaneously.
(NOTE:  Inform the students that all complaints of harassment [other than sexual harassment] and discrimination based on sexual orientation will be referred to the commander or Inspector General [IG].  DA Civilians can refer complaints of sexual harassment and discrimination based on sexual orientation to the Office of Special Counsel in addition to and simultaneously with referring them to their supervisory chain of command and the IG.)
State:  “Now we are going to analyze a few scenarios to enable you to recognize these behaviors.  

Practical Exercise:  Recognize Sexual Harassment Behaviors
Total Time:  20 Minutes
Resources:  
PowerPoint Slides 17-19 
Instructions:
Divide the class into groups of four to five students, ensuring that there are males and females in each group (as circumstances permit).  Start on slide 17.  Allow all the students to read Scenario A and discuss in groups for ten minutes; instruct each group to select a representative to present the group’s answers to the class.
After 10 minutes, ask the questions below and allow the rep from each group to answer.
After going through each of the questions for Scenario A, do the same thing with the groups for Scenarios B, slide 18.
Scenarios and Questions:
Instructions:  Review the scenario and determine whether the situation appears to describe a potential incident of sexual harassment.  If the behavior appears to potentially be sexual harassment, identify the category and type.  (NOTE:  A complete investigation is required to legally identify behaviors as sexual harassment.  For the purposes of our discussion, we can only form an opinion, which may or may not be accurate, on the behaviors displayed.  An investigation would be required to confirm that sexual harassment occurred.)
Show:  Slide 17 (Practical Exercise 1:  Scenario A)

Scenario A
Ms. Leslie Robinson, a DA Civilian, works in the “cube farm” environment of the in-processing center.  One day, SSG Bill Evans, the section leader, stopped by SPC Mark Fields’ cubicle, and the conversation turned to a discussion of Ms. Robinson’s breasts and butt.  SSG Evans remarks to SPC Fields that he would like to take Ms. Robinson back to the barracks and “let her teach him a few things.”  Ms. Robinson did not hear any of it, but two other co-workers, SGT John Weaver and SPC Tina Michaels, sitting unseen in the adjacent cubicles, heard the comments.  SGT Weaver observed that SPC Michaels was uncomfortable with the conversation.
Later in the day, SSG Evans and SPC Fields passed SPC Michaels and SGT Weaver in the break room, after which SPC Michaels confides in SGT Weaver that she does not want to work with SSG Evans nor SPC Fields.  She says that was not the first off-color remark she has heard from SSG Evans, and she doesn’t want to work with him if that’s how he is going to talk about women.  SPC Michaels also mentioned that she was going to tell Ms. Robinson about the remarks when she returned to the office in the morning.
The next morning, SPC Michaels tells Ms. Robinson about SSG Evans’ comments.  Ms. Robinson becomes very angry and decides to file a complaint with her non-commissioned officer in charge.
1. If sexually harassing behaviors appear to be described in the situation, answer “yes,” “no,” or “maybe” for the five questions below as they relate to the Sexual Harassment Checklist.
Is the behavior sexual in nature?
Yes.
Is the behavior unwelcomed?
Yes.
Do the elements of power, control, or influence exist?
Yes, because SSG Evans is in a supervisory role.
Does the behavior create a hostile or offensive environment?
Yes, SPC Michaels is offended by the behavior.
Would a reasonable person find the behavior to be inappropriate?
Yes, because having sexually explicit conversations at work is not the norm for appropriate behavior, especially from someone in a leadership role.
Based on your responses in Question 1, does this scenario appear to probably be an example of sexual harassment?  If so, identify why you believe it is probably sexual harassment, as well as the category and type(s).  If the scenario does not seem to be sexual harassment, why not?
Yes, this is probably an instance of sexual harassment.  SPC Michaels was uncomfortable with SSG Evans’ comments and indicated that she did not want to work with him; it does not matter that SPC Michaels was not the object of the comments or that SSG Evans did not intend for SPC Michaels to hear the conversation.  His behaviors appear to be creating a hostile environment.
The category appears to be verbal sexual harassment and the type is hostile environment.

Show:  Slide 18 (Practical Exercise 1:  Scenario B)

Scenario B
SPC Jonathan Williams is assigned to Bravo Company and services information technology (IT) equipment at a Forward Operating Base in Afghanistan.  CPT Rebecca Switzer is SPC Williams’ company commander.  One evening, CPT Switzer asks SPC Williams to come to her hooch to repair her laptop.  While SPC Williams is working, CPT Switzer takes off her uniform and walks around in her bra and panties.  She then walks up behind SPC Williams and begins rubbing his shoulders.  SPC Williams says he needs to go back to his office to do some work.  CPT Switzer says, “If you give me what I want, I’ll make sure that you are able to go home on R&R in time for your son’s birthday.”  SPC Williams insists that he has to get back to the office.  The next day, he avoids CPT Switzer and informs First Sergeant (1SG) Mary Green of the incident.  
1. If sexually harassing behaviors appear to be described in the situation, answer “yes,” “no,” or “maybe” for the five questions below as they relate to the Sexual Harassment Checklist.
1. Is the behavior sexual in nature?
Yes.
Is the behavior unwelcomed?
Yes.
Do the elements of power, control, or influence exist?
Yes, CPT Switzer offers SPC Williams R&R in exchange for staying with her.
Does the behavior create a hostile or offensive environment?
Yes.
Would a reasonable person find behavior to be inappropriate?
Yes.
Based on your responses in Question 1, does this scenario appear to probably be an example of sexual harassment?  If so, identify why you believe it is probably sexual harassment as well as the category and type(s).  If the scenario does not seem to be sexual harassment, why not?
Yes, this is probably an instance of sexual harassment.  SPC Williams was uncomfortable with CPT Switzer’s advances and physical contact with his shoulders.
The category appears to be physical contact sexual harassment and the type is quid pro quo, as CPT Switzer offered favors in exchange for accepting her advances.
Show:  Slide 19 (Practical Exercise 1:  Scenario C)

Scenario C
Carla Olsen is the 18-year-old daughter of Sergeant First Class (SFC) Roger Olsen from Fort Bragg, North Carolina (NC).  While at the Post Exchange one summer day, Carla and her friend, Britney, decide to have lunch.  When Britney bends down to pick up some change she dropped, PFC Ryan Allen comments on the tattoo on her lower back.  Just then, SPC Sam King walks by and whistles at Carla.  Carla looks over at him and he winks and licks his lips.  Carla looks at him, frowns, and shakes her head.  She asks him what unit he’s from, but he ignores her and walks away.
1. If sexually harassing behaviors appear to be described in the situation, answer “yes,” “no,” or “maybe” for the five questions below as they relate to the Sexual Harassment Checklist.
1. Is the behavior sexual in nature?
Yes.
Is the behavior unwelcomed?
Yes.
Do the elements of power, control, or influence exist?
No.
Does the behavior create a hostile or offensive environment?
Yes.
Would a reasonable person find the behavior to be inappropriate?
Yes.
Based on your responses in Question 1, does this scenario appear to probably be an example of sexual harassment?  If so, identify why you believe it is probably sexual harassment as well as the category and type(s).  If the scenario does not seem to be sexual harassment, why not?
Yes, this is probably an instance of sexual harassment.  SPC King’s nonverbal behaviors (whistling, licking his lips, and winking) appear to be sexual in nature. 
(NOTE:  Some students may assume that PFC Allen’s remarks are sexual in nature; remind them that there is not enough information present to make that determination.)
The category appears to be nonverbal sexual harassment and the type is hostile environment.
State:  “Now that we have learned to define and recognize sexual harassment, let’s examine techniques on how to appropriately respond when you encounter these behaviors.” 

Show:  Slide 20 (Responses to Sexual Harassment)

(NOTE:  Slide is animated.  First bullet and sub-bullets will automatically appear on the slide.  Additional bullets appear with animation prompts below.)
Once sexual harassment behavior has been identified, the behavior must stop.  Soldiers and Civilians have a responsibility to inform their supervisor and/or chain of command.  There are several options outlined in AR 600-20 that are available to address sexual harassment, which are described below: 
Direct Approach
This approach involves confronting the harasser and informing the person that the behavior is not appreciated or welcomed and that it must stop.  The following tips may make the direct approach more effective:  
Use common courtesy.  Confront the individual privately.  
Focus on the behavior and its impact. 
Write down thoughts and specific examples before approaching the harasser.  
In confronting a behavior using the direct approach, you might say something like, “When you call me sexy, I feel uncomfortable because it suggests an attraction and reference to my body.  Your comment impacts my ability to do my job and to view you as a trusted team member.”
When confronting a behavior as an observer using the direct approach, you may say, “When you call Jim sexy, it makes me uncomfortable because it is unprofessional and inappropriate.  It is disrespectful and impacts our ability to operate as a high-performing team.”  
When dealing with a sexual innuendo, this approach may be best as it allows you to talk to the alleged offender, explain why the behavior is inappropriate and “bothersome,” and discern if the offender means harm.  If the behavior or remarks stop, the problem is solved and future miscommunications are avoided.  However, if the behavior continues, then it is recommended that you inform a supervisor or the chain of command.
Ask:  “When might this approach be used?” 
(NOTE:  Allow a few students to respond.)
Answer:  Potential answers may include:  The harasser may not realize his/her behavior is offensive and if it is brought to his/her attention, chances are he/she will stop.
(NOTE:  Click for animation.)
Indirect Approach
The indirect approach involves addressing the harasser without a face-to-face conversation.  Either the complainant or an observer can send a letter to the harasser stating the facts, feelings, impact of the inappropriate behavior (using behavior-centered feedback), and a requested resolution.
Ask:  “When might this approach be used?”
(NOTE:  Allow a few students to respond.)
Answer:  Potential answers may include:  The indirect approach is helpful if the victim doesn’t feel comfortable talking to the harasser face to face but does not want to involve others.  It is also a good idea to have a documented account of the incident if the offensive behavior continues.
(NOTE:  Click for animation.)
Third-Party Assistance
This approach involves requesting assistance from another person.  Ask someone else to talk to the harasser, to accompany the complainant, or to intervene on behalf of the complainant to resolve the conflict.
Considerations for using the third-party assistance approach include:
Observers of the behavior should consider having a partner when addressing the harasser.  As a team, the two can inform the harasser of the behavior and its impact. 
The harasser may feel outnumbered.  You can help reduce defensiveness by using behavior-centered feedback—focusing on the facts, behavior, impact, and possible resolution rather than on the person.  
Ask:  “When might this approach be used?”
(NOTE:  Allow a few students to respond.)
Answer:  Potential answers may include:  This approach may be used if the complainant does not feel comfortable confronting their harasser one on one, if they feel the harasser may escalate to violence, or if they would just like the support of someone else.
(NOTE:  Click for animation.)
Chain of Command
Report the behavior to your immediate supervisor or others in the chain of command and ask for assistance in resolving the situation.
Ask:  “When might this approach be used?”
(NOTE:  Allow a few students to respond.)
Answer:  Potential answers may include:  This approach may be best if the harassment persists after trying the other approaches.  It may also be used if the harassment is a serious infraction.
(NOTE:  Click for bullet.)
File a Complaint
There are two types of military complaints—formal and informal—and options available to DA Civilians through the EEO Office. 
Ask the students, “What’s the difference in the two types of complaints?”
State:  “Unfortunately, despite attempts to prevent it or respond effectively, sexual harassment may still occur.  Let’s identify support resources available to complainants of sexual harassment if an incident does still occur.  We will begin with an activity to review the sexual harassment complaint process.  

Practical Exercise:  Sexual Harassment Complaints
Total Time:  10 Minutes
Instructions:
Instruct the class to break into their previous groups.  Read through each question aloud, and instruct a different group to provide the answer.  Repeat this process for all questions.  Allow up to 4 minutes for the presentation/debrief.
Questions:
1. With which office should DA Civilians file complaints of sexual harassment?
The EEO Office.
In the EEO complaint process, what is a precomplaint? 
1. A matter of alleged discrimination which an aggrieved person brings to the attention of an EEO official/counselor before a formal discrimination complaint is filed.
1. A matter of alleged discrimination which an aggrieved person brings to the attention of a SARC/SHARP or VA/SHARP Specialist before a formal discrimination complaint is filed.
1. A matter of alleged discrimination which an aggrieved person brings to the attention of an EEO official/counselor and which serves as the formal complaint.
1. A matter of alleged discrimination which an aggrieved person brings to the attention of a SARC/SHARP or VA/SHARP Specialist and which serves as the formal complaint.
(NOTE:  When debriefing this question, add the following additional information:  The first phase of the EEO complaint process is referred to as the “precomplaint” process, which is set in motion when an individual contacts an EEO official and clearly exhibits intent to proceed with an EEO complaint.  
Generally, the initial contact made by an individual with the EEO officer, specialist, assistant, or EEO counselor is either to seek general information concerning the EEO complaint process or to actually begin the precomplaint process.)
DA Civilians who feel sexually harassed and would like to file a complaint must contact their organization’s servicing [Answer to Question 1] within _________ of the conduct they believe constitutes harassment.
1. 3 days 
1. 15 days
1. 45 days
1. 60 days








Show:  Slide 21 (Complaint Check)

(NOTE:  Slide is animated.)  
Ask:  “Which type of sexual harassment complaint, formal or informal, is subject to timelines?”
(NOTE:  Allow a few students to answer and then click for animation.)
Answer:  A formal complaint.
Ask:  “Which type of sexual harassment complaint, formal or informal, is not filed in writing?”
(NOTE:  Allow a few students to answer and then click for animation.)
Answer:  An informal complaint.
Ask:  “Which type of sexual harassment complaint, formal or informal, requires an official investigation?”
(NOTE:  Allow a few students to answer and then click for animation.)
Answer:  A formal complaint.
Ask:  “Which type of sexual harassment complaint, formal or informal, requires a reprisal plan?”
(NOTE:  Allow a few students to answer and then click for animation.)
Answer:  A formal complaint.
State:  “Now let’s discuss what resources are available for complainants of sexual harassment.”
(NOTE:  For additional information on the EEO complaint process, students should contact the EEO Office.)

Sample Resources Available to Complainants: 
Ask: What resources do you think are available to complainants of sexual harassment?  Generate discussion.
The following resources are available to complainants of sexual harassment:
Chaplain, minister, or spiritual leader 
Legal assistance
Behavioral health counseling
Local community support groups for referral resources (for DA Civilians)—may be unavailable in some areas
Office of Personnel Management (OPM) website (for DA Civilians)

Practical Exercise:  Resources for Complainants of Sexual Harassment
Total Time:  5 Minutes
Instructions:
Allow students 2 minutes to brainstorm as a class a list of resources for complainants of sexual harassment.  Ask for a volunteer to record student responses on.
After 2 minutes, test student comprehension of resources by asking follow-up questions.  Sample questions are provided below; read through the questions and instruct a different student to provide the answer.  Repeat this process for all questions.  Allow up to 3 minutes for the debrief. 
Sample Questions:
1. Are complainants of sexual harassment able to request a change of work station?
Yes.
7. Are complainants able to transfer rooms?
Yes, however the request must be made with the Housing Referral Office.
8. What resources are available to commanders to protect complainants of sexual harassment?
A commander can issue “no contact” orders using DD Form 2873, Military Protective Order.  We will discuss protective orders later in this lesson.
State:  “Commanders have the full range of administrative actions available to them to deal with offenders of the Army’s sexual harassment policy—these ramifications hold true for Soldiers sexually harassing other Soldiers or DA Civilians.  Let’s take a moment to review these actions as well as applicable UCMJ articles and punishments.”
Show:  Slide 22 (Admin & UCMJ Sexual Harassment Penalties)

(NOTE:  Slide is animated.  Admin Penalties table appears automatically on the slide.  Additional table enters with animation prompt below.)
Administrative punishments available to commanders to deal with sexual harassment offenders include:
Mandatory counseling by a member of the chain of command, presumably their company commander
Discharge from service
Bar to re-enlistment
Adverse performance evaluations and/or specific comments concerning nonsupport of Equal Opportunity (EO)/EEO Programs on evaluation reports
Relief for cause
Administrative reduction
Admonition
Reprimand
Administrative withholding of privileges
Rehabilitative transfer to another unit
State:  “The Army’s behavioral standards apply equally to all Soldiers and DA Civilians.  In the event that administrative actions fail to correct the behavior, or the behavior is serious and constitutes a violation of the UCMJ, the commander may consider further action under the appropriate article(s) of the UCMJ.”
(NOTE:  Click for animation.)
Applicable UCMJ articles and punishments for sexual harassment include:
	Offense
	Article
	Maximum Penalty

	Failure to obey order or regulation
	92
	Bad Conduct Discharge (BCD), 6 months confinement, and forfeiture of all pay and allowances

	Cruelty and maltreatment
	93
	Dishonorable Discharge, 1 yr confinement, and forfeiture of all pay and allowances

	Provoking speeches or gestures
	117
	6 months confinement and forfeiture of 2/3 of all pay and allowances for 6 months

	Indecent language
	134
	BCD, 6 months confinement, and forfeiture of 2/3 of all pay and allowances




Now, let’s take a look at the Army policy on sexual assault.
Show:  Slide 23 (Army Policy on Sexual Assault)

You should become familiar with this policy and be able to identify and explain it.  A sexual assault policy should be posted in your unit.
(NOTE:  Read the policy and then have the Soldiers summarize/state what the policy means to them.)
AR 600-20 documents the Army’s policy on sexual assault.  The policy states, “Sexual assault is a criminal offense that has no place in the Army.  The policy holds those who commit sexual assault offenses appropriately accountable.  It degrades mission readiness by devastating the Army’s ability to work effectively as a team.  The Army will treat all victims of sexual assault with dignity, fairness, and respect.” 
(NOTE:  Emphasize that this policy applies 24/7 on and off post and includes any activity or event in which you are participating.)  
The Army bases its success on mission accomplishment, which can only be successfully achieved in an environment free of sexual assault.  Every Soldier who is aware of a sexual assault should report it immediately.
The Army’s sexual assault policy applies without regard to a person’s rank, age, or gender and is sexual-orientation neutral.
State:  “In the Army’s view, there are no ‘passive bystanders.’  Soldiers and DA Civilians must Intervene, Act, and be Motivated on their own to stand up against sexual harassment and sexual assault.  As leaders, we must take a stand against sexual harassment and sexual assault because these incidents are not in line with our Army Values, the Warriors Ethos, or the Army Civilian Corps Creed.  Every person is either for or against sexual harassment and sexual assault and shows it by his/her actions.  The SHARP Program and I. A.M. Strong Campaign are built on the bystander intervention model, which stresses peer-to-peer intervention.  We will discuss more about the Army’s program during this lesson.  
Show:  Slide 24 (Restricted vs. Unrestricted Reporting)

State:  As most of you know, there are two reporting option for victims of sexual assault.  However, there are changes to these options based on law, policy, and guidance.
Restricted Reporting allows a Soldier or his/her Family member 18 years of age or older, who is a sexual assault victim to confidentially disclose details of his/her sexual assault to specifically identified personnel without triggering an investigative process.  
Unrestricted Reporting
Unrestricted Reporting allows a victim who desires medical treatment, counseling, and an official investigation of the allegation to use current reporting channels (for example, the chain of command or law enforcement) or to report the incident to the SARC/SHARP or VA/SHARP Specialist.
Filing an Unrestricted Report will initiate an official investigation.  Details of the incident are limited to personnel with a legitimate need to know.
(NOTE:  DOD Civilians and their adult Family members when stationed outside the continental U.S. [OCONUS] and U.S. Citizen contractor personnel when authorized to accompany Armed Forces in a contingency operation OCONUS are eligible for treatment in the military healthcare systems and will be authorized limited SAPR services.)
State:  “Retention of documents from the sexual assault reporting process can be important for future benefits applications, and these documents follow set retention schedules.  Let’s examine these schedules now.”
Document Retention Schedules for Sexual Assault Reports
Restricted Reports 
With regard to Restricted Reports, the SAFE kit, which includes the DD Form 2911, “DOD SAFE Report,” or civilian forensic examination report, if available, will be retained for 5 years in a location designated by the Army.  The 5-year time frame will start from the date the victim signs the DD Form 2910, “Victim Reporting Preference Statement.”
The SARC/SHARP Specialist will retain a hard copy of the Restricted Report DD Form 2910 for 5 years, consistent with DOD guidance for the storage of personally identifiable information (PII).  The 5-year time frame for the DD Form 2910 will start from the date the victim signs the DD Form 2910.  However, at the request of a service member who files a Restricted Report on an incident of sexual assault, the DD Forms 2910 and 2911 filed in connection with the Restricted Report will be retained for 50 years.
Unrestricted Reports
Defense Sexual Assault Incident Database (DSAID) as an electronic record, it will be retained for 50 years from the date the victim signed the DD Form 2910.  The DD Form 2911shall be retained for 50 years also (see DOD Instruction [DODI] 5505.18).
The SARC/SHARP or VA/SHARP Specialist should advise the victim to retain copies of the DD Forms 2910 and 2911 for future VA compensation claims.
Reporting Options If the Alleged Offender Is the Commander or in the Victim’s Chain of Command.
Ask:  “We have reviewed options available for victims to report an incident, but what should a victim do if the alleged offender is in his/her chain of command?”
Answer:  If the alleged offender is in the victim’s chain of command or NCO Support Channel, the victim can go outside of the chain of command to a SARC/SHARP or VA/ SHARP Specialist or report the offense to an higher command.  Victims can also seek assistance from the DOD Safe Helpline.
Show:  Slide 25 (Restricted vs. Unrestricted Reporting Con’t)

To make a Restricted Report, the victim MUST notify one of the following personnel: 
SARC/SHARP Specialist
VA/SHARP Specialist
HCP
(NOTE:  Communication with chaplains is confidential, but it does not constitute a restricted report.)
Legal assistance will also be provided to Soldiers and their Family members.
The following individuals are eligible to file Restricted Reports:
Military personnel of the Armed Forces and the Coast Guard, which includes members on active duty and members of the Reserve component.  
Reserve and National Guard performing federal duty (active duty training or inactive duty training and members of the National Guard in Federal [Title 10] status). 
(NOTE:  Department of Defense Directive [DODD] 6495.01 mandated that Soldiers and military Family members 18 years of age or older who are eligible for treatment in the military healthcare system, and who were victims of sexual assault perpetrated by someone other than a spouse or intimate partner will have two reporting options:  Restricted and Unrestricted Reporting.  The Family Advocacy Program provides the full range of services to victims of domestic violence who are sexually assaulted by someone with whom they have an intimate partner relationship.)
Show:  Slide 26 (Definition of Consent)

(NOTE:  Slide is animated.  First bullet appears automatically on the slide.  Additional bullets enter with animation prompt below.)
Ask:  What is consent?  Generate discussion and then click for the bullets to appear.
An expression or lack of consent through words or conduct means there is no consent.  Lack of verbal or physical resistance or submission resulting from the offender’s use of force, threat of force, or placing another person in fear does not constitute consent.
“Consent” will not be deemed or construed to mean the failure by the victim to offer physical resistance.  Consent is not given when a person uses force, threat of force, or coercion or when the victim is asleep, incapacitated, or unconscious.
State:  “Often people assume consent exists in a situation where it clearly does not.” 
(NOTE:  Click for animation.)
A person cannot consent to sexual activity if he or she is substantially incapable due to:
Mental impairment or unconsciousness resulting from consumption of alcohol, drugs, or a similar substance
Mental disease or defect which renders the person unable to understand the nature of the sexual conduct at issue
Physically declining participation in the sexual conduct at issue
Physically communicating unwillingness to engage in the sexual conduct at issue
(NOTE:  Under the UCMJ, an offender is guilty of rape if the victim was “substantially impaired,” meaning that the victim was “substantially incapable of appraising the sexual act, declining participation, or communicating unwillingness.”  Determining how intoxicated the victim has to be in order to be considered “substantially impaired” is a complex and gray area of the law.  A clear case of impairment is when a victim is completely passed out.  On the other end of the spectrum, a victim who drinks a single beer, but is not affected by the alcohol, is not considered impaired.  All other cases will likely be complicated and case-specific.)
State:  “Now that we have defined consent, let’s analyze a couple scenarios to determine whether consent has been provided” 

Practical Exercise:  Obtaining Consent
Total Time:  10 Minutes
Resources:  
· PowerPoint Slides 27-28
Instructions:
Present Slide 27, “Obtaining Consent:  Scenario 1,” to the class, and allow 2 minutes to review the scenario and answer the question on the slide.    Ask for volunteers to share their answers, and allow 2-3 minutes for class discussion.
Follow the same process for Slide 28, “Obtaining Consent:  Scenario 2.”
Scenarios and Questions:
Show:  Slide 27 (Obtaining Consent:  Scenario 1)

Scenario 1
SSG Emily Barnes calls SSG Kevin Nash to pick her up from a bar and take her home.  Though heavily intoxicated, SSG Barnes asks SSG Nash to walk her up to her apartment, where she tells him she wants to have sex with him.  Once they enter her apartment, SSG Barnes begins kissing SSG Nash.  SSG Nash kisses her back and asks her where the bedroom is.  SSG Nash guides SSG Barnes to her bedroom and he begins to undress.  While he’s undressing, SSG Barnes lays back and passes out.  SSG Nash undresses SSG Barnes and begins performing oral sex on her attempting to arouse her even though she is passed out.
1. Has SSG Nash obtained consent from SSG Barnes in this situation?  If not, state why not.
No, because SSG Barnes is unconscious and therefore not able to provide consent.
Show:  Slide 28 (Obtaining Consent:  Scenario 2)

Scenario 2
SGT David Kenworthy and SPC Olivia Clark are off-base and begin making out.  SGT Kenworthy begins to undress SPC Clark, who “seems to want it.”  As they kiss, she says “yes” but as he goes to remove her skirt, she says “no” and places his hands back on her shoulders.
1. Has SGT Kenworthy obtained consent from SPC Clark in this situation?  If not, state why not.
No, SPC Clark clearly says “no” when SGT Kenworthy attempts to remove her skirt.  The fact that she consented to an earlier behavior does not give him consent to move forward.

Show:  Slide 29

· READ PRIOR TO DISMISSING CLASS:
· We will take a short 5 minute break before beginning the video
· Any civilian employee who wants to excuse themselves from the video and its corresponding discussion should return in __ minutes; according to the clock in the room, that would be ____ (insert return time).
Show:  Slide 30 (Real Time Impact, Part I)

Show:  Soldier Training Video [26 minutes, 17 seconds]
The video depicts a sexual assault that happened to the commander’s daughter.  All personnel in this video are paid actors and not real Soldiers. 
After the video plays, conduct a brief (5-10 minute) discussion on the impacts of the sexual assault on the individual, unit, and/or operational/mission readiness.  Sample questions to guide the discussion include: 
· In the video, what warning signs should the Soldiers have noticed in order to prevent Alana’s sexual assault?  Do these signs always mean a sexual assault will occur?  Have you ever observed such behavior yourself?

Potential answers include:  PVT Walker was pressuring Alana to drink, flirting aggressively and pushing intimacy, and trying to isolate her from her friends.  While these behaviors do not always mean a sexual assault will occur, they can still be warning signs and anyone who sees them should pay attention and prepare to intervene.

· A majority of sexual assaults occur on weekends, involve alcohol, and involve victims and offenders who are acquainted.  Discuss these facts.  How does this knowledge change the way you think about sexual assault and prevention?

Potential answers include:  These facts shatter the common misconception that a rapist is a stranger who jumps out of the bushes; in reality, a sexual assault is more likely to be perpetrated by an acquaintance in a familiar environment.  On the positive side, this means there are more opportunities for others to intervene.

· COL Jackson discusses “toxic leadership.”  What does this mean, and how can Soldiers and leaders at every level avoid it?

Potential answers include:  Toxic leadership is exhibited by leaders whose actions are inconsistent with their words, who make sexual jokes, ignore or undermine the SHARP Program, or hold low expectations for Soldiers.  Leaders and Soldiers can avoid this by living the Army Values and exemplifying the Army’s standards for professionalism.
· Inappropriate use of electronic communication is a growing problem.  Discuss examples of inappropriate communication, and the consequences.

Potential answers include:  Examples include taking or forwarding inappropriate emails, pictures, or videos, or “sexting.”  Some of these behaviors are punishable under UCMJ and can even require registration as a sex offender.

· SARC/SHARP Specialist Jensen states many military victims of sexual assault are male.  Discuss this idea.  Does this fact surprise you?  How can we support male victims?

Potential answers include:  Most people are surprised to learn many military sexual assault victims are male.  This lack of knowledge creates a stigma, so many male victims fear their report will be disbelieved or their reputation will be harmed if they speak up.  The more we recognize the experience of male victims, the more we can help them feel safe reporting their assault and seeking support.

· LTC Welch states the silent majority do not approve of sexual harassment or sexual assault.  Discuss this idea.  How can one person speaking up change other people’s willingness to intervene?

Potential answers include:  Studies show that many people choose not to intervene because they assume everyone else is comfortable with the questionable behavior, when in reality, a silent majority oppose it.  When one person speaks up, it lets others know they are not alone and that they can make a difference.

Show:  Slide 31

STATE:  We will take a short break; please be back at ____ (should match the return time given prior to the video).

Privileged Communication Rules under Rule 514
Show:  Slide 32 (Rule 514)
[image: ]
 (NOTE:  Provide a brief summary of the background information below.)
Rule 514 was implemented as an effort to improve the military’s overall effectiveness in addressing the crime of sexual assault, facilitating openness between victims and victim advocates, and mitigating the impact of the court-martial process on victims.  The rule specifically emerged in response to concerns raised by members of Congress, community groups, and the Defense Task Force on Sexual Assault in the Military Services (DTFSAMS).  In its 2009 report, DTFSAMS noted the following:
35 states had a privilege for communications between victim advocates and victims of sexual assault; 
Victims did not believe they could communicate confidentially with medical and psychological support services provided by the DOD; 
Victims perceived interference with the victim–victim advocate relationship and continuing victim advocate services when the victim advocate was identified as a potential witness in a court-martial; and 
Service members reported being “re-victimized” when their prior statements to victim advocates were used to cross-examine them in court-martial proceedings.
DTFSAMS recommended that Congress “enact a comprehensive military justice privilege for communications between a victim advocate and a victim of sexual assault.”  As a result, the DOD Joint Committee on Military Justice modeled proposed Rule 514 after Rule 513 (Psychotherapist–patient privilege), including its exceptions, in an effort to balance the privacy of the victim’s communications with a victim advocate against the accused’s legal needs.  	
(NOTE:  Instruct a student to read the information on Rule 514 aloud from the slide.)
Rule 514 as written in the MCM:
“A victim has a privilege to refuse to disclose and to prevent any other person from disclosing a confidential communication made between the victim and a victim advocate, in a case arising under the UCMJ, if such communication was made for the purpose of facilitating advice or supportive assistance to the victim.”
In accordance with Rule 514, a communication is “confidential” if made to an individual acting in the capacity of a victim advocate and is not intended to be disclosed to third persons, other than to obtain advice or assistance for the victim or for an assistant to a victim advocate.  An “assistant to a victim advocate” is a person directed by or assigned to assist a victim advocate in providing victim advocate services or who is reasonably believed by the victim to be such.
“Confidential communication” also applies to records the SARC/SHARP and VA/SHARP Specialists maintain pertaining to communications with the victim.  These communications with SARC/SHARP and VA/SHARP Specialists and their associated records are considered privileged and are not to be released to others, including to commanders or law enforcement personnel.
State:  “While confidentiality is important to maintain throughout the filing process, there are some exceptions to Rule 514 in cases where confidential information must be shared.  Let’s discuss some of the exceptions to confidentiality in the case of Restricted Reporting.”
Exceptions to Restricted Reports of Sexual Assault that May Warrant a Break in Privileged Communications
In cases where victims elect Restricted Reporting, the prohibition on disclosing covered communications to the following persons or entities, as indicated, will be suspended for the following reasons:
To command officials or law enforcement:
When disclosure is authorized by the victim in writing
When disclosure is necessary to prevent or lessen a serious and imminent threat to the health or safety of the victim or another person.
To the disability retirement boards and officials:
When disclosure by an HCP is required for fitness for duty or for disability retirement determinations (limited to only the information necessary to process disability retirement determination).
To the SARC/SHARP or VA/SHARP Specialist or HCP:
When disclosure is required for the supervision and/or coordination of direct victim treatment or services
To military or civilian courts of competent jurisdiction:
When disclosure is ordered by a military, federal, state judge, or other officials or entities as required by a federal or state statute or applicable U.S. international agreement
The SARC/SHARP Specialist, assigned VA/SHARP Specialist, and HCP will consult with the senior commander’s servicing legal office, in the same manner as other recipients of privileged information, to determine if the exception criteria apply and if they have a duty to disclose the otherwise protected information.  Until those determinations are made, only non-personally identifying information should be disclosed.
State:  “Often, the chain of command will learn about an alleged rape or sexual assault from someone other than the SARC/SHARP Specialist, Criminal Investigation Division (CID), or the victim.  Let’s discuss the impact on the victim’s ability to file a Restricted Report in these circumstances.”
Effect of Independent Investigations on a Restricted Report of Sexual Assault
If a commander learns about a sexual assault from a source other than a victim who has elected Restricted Reporting or where the victim has not elected the Restricted Reporting option, that commander will report the sexual assault to CID and an official (independent) investigation may be initiated based on that independently acquired information. 
If there is an ongoing independent investigation, the sexual assault victim will no longer have the option of Restricted Reporting when: 
DOD law enforcement informs the SARC/SHARP Specialist of the investigation, and 
The victim has not already elected Unrestricted Reporting

State:   When a Soldier is a victim of sexual assault, the individual may request an expedited transfer.  It is Army policy that there is a presumption in favor of transferring or reassigning a sexual assault victim, at his/her request, following that victim’s credible report of sexual assault.  Commanders and Civilian leaders shall consider requests for transfer or reassignment in an expedited manner.  Let’s now discuss the expedited transfer procedures.”






Request for Expedited Transfer
Show:  Slide 33 (Expedited Transfer Requests)
[image: ]
(NOTE:  Slide is animated.  First bullet and sub-bullets appear automatically on the slide.  Additional bullets enter with animation prompts below.)
Sexual assault victims who file an Unrestricted Report can request an expedited transfer/reassignment from their current unit to either another unit at a different geographical location, to a different unit on the installation, to another company within the same battalion, to another battalion within the same brigade, or to another brigade within the same division. 
(NOTE:  Click for bullet.)
The transfer or reassignment may be temporary or permanent.  All requests for permanent change of station must be sent to the Commander, U.S. Army Human Resources (HRC) Command for approval or disapproval. 
The Army has established procedures for requesting an expedited transfer/reassignment outlined in All Army Action (ALARACT) 12-066.  
(NOTE:  Click for bullet.)
The request must be submitted in writing using DA Form 4187.  The following statements must be included in section four:
1. Based on all available evidence, supporting documentation and the advice of the supporting legal advisor and supporting CID agent, I believe there are reasonable grounds to conclude that an offense constituting sexual assault has been committed against the service member requesting this transfer/reassignment.
A temporary or permanent movement to a unit within the same battalion or brigade; to a unit within the same division; or to a unit on the same installation have all been considered. 
I have fully informed the victim of the potential impact of transfer or reassignment on the investigation, future disposition of the allegation and potential prosecution or other adverse action that may be initiated against the alleged offender.
I believe a reassignment from ________would be in the best interest of the service member and the organization.
(NOTE:  Click for bullet.)
Once the commander (battalion or above) has established the sexual assault report is creditable, he or she has 72 hours to recommend approval or disapproval of the request if he or she cannot otherwise approve the request.  If the commander cannot approve the request, it will be forwarded to the approving authority.  Each commander in the chain of command has 72 hours to make a recommendation and will provide a written recommendation to the approving authority. 
Only the first general officer in the victim’s chain of command can disapprove a victim’s request and he or she may delegate that authority to another general officer in the chain of command or member of the Senior Executive Service. 
State:  “In addition to expedited transfers, commanders have other options available to ensure the safety of victims.  Let’s now discuss Military Protective Orders (MPOs) and Civilian Protective Orders (CPOs).”
Show:  Slide 34 (Protective Orders)

(NOTE:  Slide is animated.  The two types of protective orders appear automatically on the slide.  Additional bullets enter with animation prompts below.)
Military Protection Orders (MPOs)
In Unrestricted Reporting cases, commanders will execute the following procedures regarding MPOs: 
Require the SARC/SHARP Specialist or the SAPR VA to inform sexual assault victims protected by an MPO, in a timely manner, of the option to request transfer from the assigned command.
Notify the appropriate civilian authorities of the issuance of an MPO and of the individuals involved in the order, in the event an MPO has been issued against a service member and any individual involved in the MPO does not reside on a military installation at any time during the duration of the MPO. 
(NOTE:  Click for animation.)
Other information on MPOs includes:
An MPO issued by the commander will remain in effect until such time as the commander terminates the order or issues a replacement order. 
The issuing commander shall notify the appropriate civilian authorities of any change made in a protective order, or its termination and the termination of the protective order. 
When an MPO has been issued against a Soldier and any individual involved in the MPO does not reside on a military installation at any time during the duration of the MPO, notify the appropriate civilian authorities of the issuance of an MPO and of the individuals involved in the order.  The appropriate civilian authorities shall include, at a minimum, the local civilian law enforcement agency or agencies with jurisdiction to respond to an emergency call from the residence of any individual involved in the order. 
Advise the person seeking the MPO that the MPO is not enforceable by civilian authorities off post and that victims desiring protection off post should seek a CPO.  Off-base violations of the MPO should be reported to the issuing commander, DOD law enforcement, and CID for investigation.
Civilian Protective Orders (CPOs)
(NOTE:  Click for bullet.)
A CPO shall have the same force and effect on a military installation as such order has within the jurisdiction of the court that issued such order.  Commanders, CID, and installation DOD law enforcement personnel shall take all reasonable measures necessary to ensure that a CPO is given full force and effect on all DOD installations within the jurisdiction of the court that issued such order.
State:  “Now let’s analyze a scenario to determine command options to ensure the safety of victims.”

Practical Exercise:  Ensuring Victim Safety
Total Time:  15 Minutes
Resources:  
PowerPoint Slides 35
Instructions:
Display Slide 35:  “Ensuring Victim Safety, Scenario 1.”  Allow students 2-3 minutes to review the scenarios and answer the questions 
Scenarios and Questions:
Show:  Slide 35 (Ensuring Victim Safety:  Scenario)

Scenario 1
SSG Barnes wakes up the next day and realizes that while she was passed out, SSG Nash had sex with her.  She confronts him, and he informs her that she “wanted it.”  SSG Barnes decides to file a report, and SSG Nash calls her to tell her that unless she drops the charges, he will “see to it that she regrets it.”  SSG Barnes fears for her safety since SSG Nash is also in her unit, so she decides to file an Unrestricted Report and approaches the SARC/SHARP Specialist to ask about options for her safety.  SSG Barnes asks the following questions:
1. How long is an MPO in effect? 
Until the commander that issues it lifts it.  If you have a MPO, ensure commander lifts it before you PCS.
Who has to be notified of the MPO?
Civilian law enforcement, the supervisors of both Soldiers, and the SARC/SHARP and VA/SHARP Specialists. 
Are MPOs enforceable by civilian law enforcement?  Does she have any other off-base options?
No; she could seek a CPO.
After the commander receives SPC Clark’s expedited transfer request, how much time does he/she have to make a decision?
72 hours.
If SPC Clark’s transfer request involved a permanent change of station (PCS), who has the authority to approve?
Commander of the Army HRC.
Show:  Slide 36 (Offense Types)

(NOTE:  Slide is animated.)
State:  “Let’s begin by examining the types of offenders.”
(NOTE:  Click for first bullet and sub-bullet.)
Nonstranger
Nonstranger rape is the most common type of sexual assault and includes acquaintance rape, drug-facilitated rape, and marital rape.
In 2002, rape and sexual assault victims were sexually assaulted by nonstrangers in more than one-half (52 percent) of all incidents.  In contrast, robberies were committed mostly by strangers.  More than 70 percent of all robbery victimizations reported were perpetrated by someone the victim did not recognize as knowing prior to the incident.  Not insignificant, however, is that 20 percent of robberies were committed by an acquaintance or friend.
(NOTE:  Click for second bullet and sub-bullet.)
Stranger
Stranger rape is much less likely to occur than nonstranger rape.
(NOTE:  Click for third bullet and sub-bullet.)
Gang and multiple rape
The victim usually knows or has been acquainted with at least one member of the group.
(NOTE:  Click for fourth bullet and sub-bullet.)
Drug-facilitated sexual assault
Drug-facilitated sexual assaults are believed to be increasing.
State:  “Now we will review the civilian and UCMJ penalties for various sex offenses.  These penalties are severe because sexual assault is a serious crime that has lifelong impact on the victim and does irreparable harm to the U.S. Army and the larger community.  When you consider the penalties for sex offenses, it becomes clear that these crimes can have a lasting impact on the lives of perpetrators as well as victims.”
Strategies for Sexual Assault Risk Reduction
Maintaining situational awareness and trusting your instincts may help reduce the risk of being raped or sexually assaulted.  However, with any violent crime, there is nothing a person can do to guarantee that he or she will not be a victim of rape, sexual assault or any other sexual offense.
The DOD Safe Helpline provides tips that may help reduce the risk of rape and sexual assault, which include: 
Do not abuse alcohol—use it in moderation.
Never leave your drink unattended or accept a drink from an open container.
Do not accept a drink from a stranger.
When you are with someone, communicate clearly to ensure he or she knows your limits from the beginning.  Both verbal and nonverbal (e.g., body language) communication can be used to ensure the message is understood.
If you go on a date with someone you do not know very well, tell a close friend what your plans are.
You have the right to say “No” even if you: 
· First say “Yes,” and then change your mind
· Previously had sex with the person 
· Were kissing or “making out”
· Are wearing what is perceived to be “provocative” clothing
Always have extra money to get home.  Have a plan for someone you can call if you need help.
If you feel uncomfortable, scared, or pressured, act quickly to end the situation.  Say “Stop it” and leave or call for help.
Go to a party with a group of friends.  Arrive together, watch out for each other, and leave together.
Be aware of your surroundings at all times.
Do not allow yourself to be isolated with a person you do not know or trust.
Travel with a friend or in a group.
Walk only in lighted areas after dark.
Keep the doors to homes, barracks, and cars locked.
Know where the phone is located or if you carry a cell phone, make sure it is charged.
Remember, these tips will not prevent a rape or sexual assault but can be used to reduce your risk of rape and sexual assault.
Ask:  How can we potentially help prevent sexual harassment or sexual assault?
Show:  Slide 37 (Bystander Intervention Process)

(NOTE:  Slide is animated.  First step appears automatically on the slide.  Additional steps enter with animation prompts below.)
The five-step intervention process serves as a tool to move individuals to intervene and to create and maintain a culture that does not tolerate sexual harassment or sexual assault.  This process also assists and requires everyone to be “response-able.”
The five steps are: 
Step 1:  Notice the event or behavior(s) along a continuum of behaviors (that can lead to sexual harassment or sexual assault).
The first step is to notice the event.  This means that we are conscious of our surroundings.  Recognize inappropriate behavior (whether verbal, nonverbal, or actual physical or sexual contact) along a continuum of behaviors.  
Do not minimize the behavior and, in doing so, ignore it.  As we discussed earlier, harassing behaviors must be noted from the perspective of the individual being harassed, not from the harasser’s perspective.  The intent of the harasser is not relevant.  Make note of comments such as “It was just a joke” or “She led him on all night.”  Ignored behavior leads to the opportunity for inappropriate behavior to worsen. 
Ask:  “What are some of the reasons why people might not notice inappropriate behavior?”
(NOTE:  Allow a few students to respond.)
Answer:  Potential answers may include:  One reason we may not notice problematic behavior is that we may be “too busy”—either truly focused on the mission or dealing with our own personal issues.  A second and more negative reason is that we may simply not want to acknowledge the behavior.  If we do acknowledge it, then we will know at least internally that we should take action.  
Ask:  “What are some of the ways we can encourage people to notice inappropriate behavior?”
(NOTE:  Allow a few students to respond.)
Answer:  Potential answers may include:  Pay attention to other people’s behavior and speak up when it is inappropriate.  Encourage people to take action.
(NOTE:  Click for second step.)
Step 2:  Interpret the event or behavior(s) as a problem.
The second step is to interpret the behavior as a problem.  As you are reviewing a situation, remember the questions on the Sexual Harassment Checklist, which can help indicate sexual harassment.  We will discuss warning signs for sexual assault behaviors later in this lesson.
Ask:  “What are some of the reasons why people might not interpret an event as a problem?”
(NOTE:  Allow a few students to respond.)
Answer:  Reasons why people may not interpret an event as a problem include: 
Ambiguity:  Ambiguity is simply a case when it is not clear whether someone needs help.  For example, is someone screaming a cry for help, or is it just people playing around?
Conformity:  Conformity is the process by which people’s beliefs or behaviors are influenced by others via subtle or even unconscious processes, or by direct and overt peer pressure.  Conformity is a group behavior.  Factors such as group size, cohesion, status, prior commitment, and public opinion all help to determine the level of conformity an individual will reflect within his or her group.   
Ask:  “What are some of the ways we can encourage people to interpret an event as a problem?”
(NOTE:  Allow a few students to respond.)
Answer:  Potential answers may include:  Point out that the behavior is a problem that should not be tolerated.  Provide training and education on problematic behaviors to ensure people have the tools to recognize such behaviors.
(NOTE:  Click for third step.)
Step 3:  Feel responsible for solving the problem. 
Taking note and seeing inappropriate behavior as a problem are not enough.  The third step is to feel responsible for solving the problem.  
Individuals should feel responsible for finding a solution.  Research suggests that if individuals encounter a problem in a group setting, they tend to minimize the problem.  “Diffusion of responsibility” is a social phenomenon that tends to occur in groups of people when responsibility is not explicitly assigned.  This phenomenon rarely occurs in small groups.  This mindset is reflected in the phrase, “No one raindrop thinks it caused the flood.”
Individuals may also look to someone else to confront a problem.  If a particular team member is known for being the one to speak up about inappropriate jokes or sexual remarks, no one else present may address the negative behavior when that person is absent.  Therefore, it is necessary for everyone to take responsibility.  
Ask:  “What are some of the reasons why people might not feel responsible for solving a problem?”
(NOTE:  Allow a few students to respond.)
Answer:  Potential answers may include:  People may assume it is not their place to speak up and/or the behavior does not affect them directly.
Ask:  “What are some of the ways we can encourage people to feel responsible for solving the problem?”
(NOTE:  Allow a few students to respond.)
Answer:  Potential answers may include:  Let people know how inappropriate behavior can and does affect everyone in the work environment.  Don’t leave it up to “someone else” to get involved.
(NOTE:  Click for fourth step.)
Step 4:  Choose how to intervene. 
The fourth step in the process is choosing how to intervene.
Once an individual notices an event, interprets it as a problem, and takes responsibility, he or she must then decide the best way to intervene.  
As decisions are made, individuals should consider the following:
What is the context? 
How does the situation affect you and all of the individuals involved?  The culture? 
What are the risks of taking action? 
What are the resources?
What can you do?  Do you have the competence/confidence you need?
What can you encourage others to do? 
Are others in a better position to act? 
How do you implement your intervention? 
Through answering these consideration questions, individuals can then proceed to act safely and competently.  
(NOTE:  Click for fifth step.)
Step 5:  Build the culture to eliminate the problem. 
The fifth step is to build a culture to eliminate sexual harassment and sexual assault.
Intervening against sexual harassment and sexual assault goes beyond campaigns and training sessions to become an embedded part of the community.  This is possible when individuals act according to Army Values and hold each other accountable to living by those values.  
As we have seen throughout this lesson, there are many situations that can lead to sexual harassment or sexual assault.  Each is an opportunity to intervene before a behavior moves toward sexual harassment or sexual assault and to create a culture in which such behavior is unacceptable.
When individuals are either afraid to intervene or are not equipped with the tools to appropriately do so, they may choose to simply do nothing and allow the behavior to continue.
So, how do individuals move from doing nothing to taking action?  Studies show that individuals are more likely to do something if three things occur:  
They are confident about how to intervene.  
They feel it is their responsibility to do something.  
They feel supported by the larger community.
Additionally, be aware that effective intervention may have to come in several attempts.  You should: 
Confront the inappropriate behavior with or without the help of others.
Involve others to help you remove the potential complainant or victim from the situation.
Create a distraction to separate the potential complainant or victim from the potential offender.
Inform a commander or manager of the potential incident and intervention actions taken.
Bottom line:  Don’t stop until the potential complainant or victim is no longer at risk.  Soldiers and DA Civilians should contact a supervisor, the security guards, and/or call 911 if they encounter a situation where intervening could result in immediate physical harm to them.
State:  “The first two steps in the intervention process are to notice the behavior and interpret it as a problem – in other words, to recognize sexual harassment, sexual assault, or other precursor behaviors for what they are.  In the next section, we will review the specific definitions of sex offenses in the UCMJ.  This knowledge can help you more readily recognize problematic behaviors.”
Warning Signs
Red flags or warning signs are small signs in a person’s behavior or communication that tell you that things are not okay.  These warning signs can be things that are said or done that make you feel like the person you are with is not safe or cannot be trusted.
 (NOTE:  Read the content on each of the three warning signs aloud to the students.)
In incidents of sexual assault, potential offenders may exhibit the following warning signs:
Intrusion
Intrusion is where a potential offender tests boundaries.  The potential offender will gradually intrude on a person’s personal boundaries—emotional, physical, and sexual.  
Examples of this behavior include:
Making inappropriate or uncomfortable comments, or suggestive remarks;
Intrusive touching; or
Initiating conversation that is more intimate than the level of relationship warrants.
This behavior is used to ascertain whether or not a person will enforce his or her boundaries.
Desensitization
Desensitization occurs when the potential victim becomes less aware of and/or concerned with the offender’s behavior.  If the intrusive behavior continues, especially in a social setting where it is impossible to perpetrate an overt sexual assault without witnesses, the person who is having his or her boundaries tested is likely to become desensitized to the intrusions.  The person may begin to believe that while the potential offender’s actions and comments are making him or her feel uncomfortable, the offender is “harmless enough.” 
The offender will often dismiss the actions as a joke or insinuate that the other person is being too “uptight” or “distrustful.”  Over time, the offender’s actions become normalized and are dismissed or explained away.  This process also helps create a false sense of intimacy and trust that would not exist under healthy conditions.  It is also important to note that the consumption of alcohol or use of drugs can act as a “desensitizer.”
Isolation
Isolation of another person must occur for the potential offender to have the opportunity to commit the sexual assault.  If the offender can isolate the potential victim, it becomes harder for that person to escape or defend him/herself.  In addition, if the offender can isolate the other person, there are no witnesses who can validate a future claim of sexual assault should the other person choose to come forward and report.  It becomes harder to prove and more likely that the survivor will be discredited by a society still harboring “rape myths.”

Sample Resources Available to Victims:
Providing long-term care and support to victims is important and will aid their recovery from rape and sexual assault.  The following resources are available to victims of sexual assault:
Chaplain, minister, or spiritual leader 
Legal assistance
Behavioral health counseling
DOD Safe Helpline—contact them at 877-995-5247 or safehelpline.org 
Provides confidential assistance to sexual assault victims
Available 24 hours a day, 7 days a week
Rape, Abuse, and Incest National Network (RAINN)—offers support services to men and women
Local rape crisis center
1 in 6.org—The mission of 1in6 is to help men who have had unwanted or abusive sexual experiences in childhood live healthier, happier lives.  Their mission also includes serving Family members, friends, and partners by providing information and support resources on the web and in the community.
Local community support groups for referral resources (for DA Civilians)—may be unavailable in some areas
OPM website (for DA Civilians)
Employee assistance programs (for contractor personnel)

Now, let’s take a look at penalties for sex offenses.
Show:  Slide 37 (Civilian & UCMJ Sex Offense Penalties)

(NOTE:  Slide is animated.  U.S. Code 18, Chapter 109 (Civilian) table appears automatically on the slide.  Additional table enters with the animation prompt below.)
U.S. Code 18, Chapter 109, Sections 2241–2245 address sexual abuse and assault and also discuss penalties for repeat offenders and mandatory restitution.
Specifically, these Sections and accompanying penalties are:
	Offense
	section
	Maximum Penalty

	Aggravated Sexual Abuse
	2241
	20 years in prison

	Sexual Abuse
	2242
	20 years in prison

	Sexual Abuse of a Minor or Ward
	2243
	15 years in prison

	Abusive Sexual Contact
	2244
	10 years in prison

	Sexual Abuse Resulting in Death
	2245
	Death; life in prison



As we discussed, sexual assault includes several offenses that are punishable under different federal statutes and articles of the UCMJ. 
(NOTE:  Click for animation.)
Applicable UCMJ articles and punishments for sexual harassment include:
	Offense
	Article
	Maximum Penalty

	Rape
	120
	Death

	Sexual Assault
	120
	Dishonorable Discharge, forfeiture of all pay and allowances, 30 years confinement

	Aggravated Sexual Assault
	120
	20 years + Dishonorable Discharge and forfeiture of all pay and allowances

	Abusive Sexual Assault
	120
	Forfeiture of all pay and allowances, 7 years + Dishonorable Discharge

	Forcible Sodomy
	125
	Dishonorable Discharge, forfeiture of all pay and allowances, confinement for life without parole



Criminal incidents in the Army will be reported to military police.  Serious crimes and incidents as defined by AR 195-2 will be reported and investigated by Criminal Investigation Division (CID) personnel.  UCMJ Article 120, Rape, Sexual Assault, and Other Sexual Misconducts, and Article 125, Sodomy, fall under the CID investigative responsibility. 
Remember, sexual assault is a violation of Army Values, contradicts the Warrior Ethos and is contrary to the Soldier’s Creed. 
Remind students that false reporting of any crime, including sexual offenses, is a violation under the UCMJ.  False reporting may include a false official statement and/or a false sworn statement.
State:  “These penalties are severe because sexual assault is a serious crime that does irreparable harm to individuals, the U.S. Army, and the larger community.  When you consider the penalties for sex offenses, it becomes clear that these crimes can have a lasting impact on the lives of perpetrators as well as victims.  Next, we will discuss the roles and responsibilities of command personnel in the prevention of sexual harassment and sexual assault.”

TLO-LSA 3: Examine DOD SAPR and Army SHARP Programs
Instructional Time:  30 Minutes
Instructional Strategy:  Conference/Discussion/Practical Exercise

DOD SAPR Strategic Plan and Strategic Direction to the Joint Force on SAPR.
Show:  Slide 38 (Campaign Lines of Effort & SHARP Initiatives)


State:  “In a memorandum dated 6 May 2013, the Secretary of Defense directed DOD SAPRO to partner with the Services and other department of Defense components to review and update the DOD Sexual Assault Prevention and Response Strategy.”
The purpose of the Strategic Direction is for commanders and leaders to improve awareness of sexual assaults, operationalize our commitment, and facilitate dialogue and open communications across our formations.  DOD used lines of effort to link tasks, effects, and the desired endstate. 
DOD SAPR Program
The mission of the DOD’s SAPR Program is to prevent crime of sexual assault and respond to victims of sexual assault. 
The objectives of the DOD SAPR Strategic Plan are to:
Achieve unity of effort and purpose across all of DOD in the execution of sexual assault prevention and response;
Develop objective criteria for measuring progress; and
Publish tasks that operationalize LOEs in sexual assault Prevention, Investigation, Accountability, Advocacy (victim assistance), and Assessment.
The DOD is committed to the prevention of sexual assault and has implemented a comprehensive policy to ensure the safety, dignity, and well being of all members of the Armed Forces.  The men and women serving throughout the world deserve nothing less, and their leaders, both Soldier and Civilian, are committed to maintaining a workplace environment that rejects sexual assault and reinforces prevention, response, and accountability.  The DOD SAPRO is the organization responsible for the oversight of DOD sexual assault policy.  
SAPRO works hand-in-hand with the Army G-1 SHARP Program Office, other services, and the civilian community to develop and implement innovative prevention and response programs.
Army SHARP Program
The Army continues to employ preventive efforts with a goal of eliminating sexual harassment and sexual assault through the I. A.M. Strong Campaign and the SHARP Program.  The Army’s I. A.M. Strong Campaign focuses efforts on cultural change and consists of four prevention goals:  Committed Army Leadership; Army-Wide Conviction; Cultural Change; and Sustainment, Refinement and Sharing.  The mission of the Army SHARP Program is to reduce, with an aim toward eliminating, sexual offenses within the Army through cultural change, prevention, intervention, investigation, accountability, advocacy/response, assessment, and training to sustain an all-volunteer force.
The SHARP Program reinforces the Army’s commitment to eliminate incidents of sexual harassment and sexual assault through a comprehensive policy and concrete actions that center around awareness and prevention, training and education, victim advocacy, response, reporting, and accountability.  The goals of the program are aligned with the LOEs in the DOD SAPR Strategic Plan and the Strategic Direction to the Joint Force on SAPR, and they include:
Prevention:  Ensure the chain of command understands that its responsibility is to create a positive command climate and environment of trust, dignity, and respect in which every Soldier, DA Civilian, and Family member can thrive and achieve their full potential by eliminating sexual harassment and sexual assault and preventing offenders from committing crimes.
Investigation:  Ensure that every report is investigated thoroughly, fairly, and competently to make a positive impact upon the culture and command climate and ensure that victims feel free to report without fear of reprisal.
Accountability:  Ensure that the chain of command is fully engaged, holding every individual, unit, organization, and commander appropriately accountable for behaviors, actions, and inactions, and that it takes appropriate actions based upon investigations.  
Advocacy:  Provide compassionate, best-in-class care, support, and protection for victims, and protect the rights and privacy of survivors. 
Assessment:  Analyze, evaluate, and improve the Army’s strategy, methods, and techniques for eliminating sexual harassment and sexual assault in its ranks using Army research and assessments, as well as, input from national experts in the field of prevention, response, and advocacy.
Show:  Slide 39 (LOE Check)

Note:  Inform the students that we will now conduct a practical exercise on the DOD
 SAPR and Army SHARP Program

Practical Exercise:  DOD SAPR and Army SHARP Program 
Note: This slide is animated. Ask the class to identify the appropriate LOE for 
definition, as it is presented on the slide.

Total Time:  10 Minutes
Instructions:
Instruct students to read each bullet and then ask which line of effort is described in the bullet.  After students provide their response, click to reveal the correct LOE.  Repeat this process for all questions.  

Check on Learning:
1. The Army’s I.A.M. Strong Campaign (Intervene, Act, Motivate) focuses efforts on cultural change; what are the four prevention goals?
Committed Army Leadership, Army-wide Conviction, Achieve Cultural 
Change, and Sustainment.

Through which of the following will the Army’s SHARP Program pursue its mission to reduce, with an aim to eliminate, sexual offenses within the Army? 
Cultural change, prevention, intervention, investigation, accountability,
advocacy/response, assessment, and training to sustain an all-
volunteer force.

The DOD SAPR Program, under the oversight of the SAPR Office (SAPRO), has the mission to do which of the following?
To prevent and respond to the crime of sexual assault to enable military
readiness and reduce, with the goal of eliminating, sexual assault from
the military. 

Now, let’s take a look at the responsibilities pertaining to sexual harassment and 
sexual assault response and prevention. 

Show:  Slide 41 (SARC and VA Responsibilities)

(NOTE:  This slide is animated)
ASK: What are the responsibilities for the SARC? Allow for discussion.
ASK:  What are the responsibilities for the VA? Allow for discussion.
For each responsibility, ask the students to tell you whether the SARC/SHARP 
Specialist and/or VA/SHARP Specialist is responsible.  (Hint:  some responsibilities
may warrant a check mark in more than one column.)

SARC/SHARP and VA/SHARP Specialists’ Responsibilities
SARC/SHARP and VA/SHARP Specialists share a number of responsibilities to victims of sexual harassment and sexual assault, including:
Provide care and support to victims
Process reports of sexual assault	
Facilitate SHARP training
Additionally, SARC/SHARP Specialists have the responsibility alone to:
Enter report data into the SHARP ICRS and DSAID, as applicable.  These systems are interactive, web-based applications that allow the SARC/SHARP Specialist to enter and manage sexual harassment and sexual assault case data
Securely store DD Forms 2910 and 2911, which are the Victim Reporting Preference Statement and DOD Sexual Assault Forensic Examination (SAFE) Report, respectively (we will discuss the retention of both forms in greater detail later in the lesson)
Provide 24/7 response capability
Ask:  “In summary, DOD SAPRO works hand-in-hand with the Army G-1 SHARP Program Office, other services, and the civilian community to develop and implement innovative prevention and response programs.  Now that we’ve reviewed the programs themselves and finished our discussion on sexual harassment, let’s move along the continuum of behaviors to discuss sexual assault.  Before we continue, who do you think has experienced sexual assault in the Army?”
(NOTE:  Allow a few students to respond then provide a few of the statistics below before clicking for the next slide.)
In accordance with the DOD Annual Report on Sexual Assault in the Military for Fiscal Year (FY) 2012:
1,423 Reported sexual assault cases (1,249 Unrestricted Reports/174 Restricted Reports )
61% Service member assault on a service member (Unrestricted Report)
38% Occur on weekends (Saturday/Sunday) (Unrestricted Report)
84% Victims E1-E4 (same as FY 2011)
59% Alleged offender E1-E4 
14% Reported victims are male
86% Reported victims are female
Bottom line:  Sexual assault is a crime that is endangering the Army from the inside out.
Show:  Slide 42 (Command Responsibilities for Prevention)

(NOTE:  Instruct a student to read aloud the responsibilities on the slide.)
Commanders, supervisors, and managers at all levels are responsible for the effective implementation of the SHARP Program and policy.  Military and DA Civilian officials at each management level shall advocate a strong SHARP Program and provide education and training that shall enable them to prevent and appropriately respond to incidents of sexual harassment and sexual assault. 
Commanders will:
Lead by example
Establish a climate of prevention
Post written Army sexual assault and sexual harassment policy letters and victim services information
Ensure Soldiers and DA Civilian employees receive annual SHARP training
Ensure SHARP personnel are appointed at the appropriate unit level, are trained, and are certified
Conduct periodic assessments of the unit’s or organization’s SHARP Program
State:  “DOD and Army policy clearly state that the prevention of sexual harassment and sexual assault should be a priority for all leaders.  But who is ultimately responsible for the prevention of sexual harassment and sexual assault?”
(NOTE:  Allow the students time to respond, then show the next slide as they discuss.)
Show:  Slide 43 (Whose Responsibility?)

(NOTE:  Slide is animated. Click for animation.)
Creating a climate of prevention is everyone’s responsibility because both the culture and climate reflect the behaviors and attitudes of the collective group.  SARC/SHARP and VA/SHARP Specialists play a vital role in helping commanders align the command climate with Army Values and the Warrior Ethos.  When this occurs, Soldiers and Civilian employees will ensure every member of the Army team is treated fairly, with dignity and respect.  Soldiers will take steps to address inconsistencies in behavior and will have a sense of ownership about their unit’s culture and climate.  They will act to disrupt and prevent behaviors that threaten everyone’s safety and impugn the integrity of the unit and the Army.  Additionally, Soldiers who are sexually harassed or sexually assaulted may have the confidence to report allegations of these acts to the chain of command.  Prevention and intervention are expected of everyone who observes threats to unit cohesion, integrity, and the Army.  Rather than ostracizing individuals who report offenses, Soldiers will come to understand their prevention and intervention role.
State:  “Let’s review how leaders and individual members of an organization or unit can help create a strategy for cultural change.”
Practical Exercise:  Resources for Victims of Sexual Assault
Total Time:  10 Minutes
Resources:  
Volunteer to record
Instructions:
Allow students 3 minutes to brainstorm as a class a list of resources for complainants of sexual harassment.  Ask for a volunteer to record student responses on butcher block paper.
After 3 minutes, test student comprehension of resources by asking follow-up questions.  Sample questions are provided below; read through the questions and instruct a different student to provide the answer.  Repeat this process for all questions.  Allow up to 7 minutes for the debrief.Sample Questions:
1. Are victims of sexual assault able to request a change of work station?
Yes.
Are victims able to transfer rooms?
Yes.
What resources are available to commanders to protect victims of sexual assault?
A commander can issue a “no contact” order using DD Form 2873, MPOs.
The DOD and the Army are making efforts to ensure that care and resources provided to victims of sexual assault are “gender-responsive, culturally competent, and recovery-oriented;” what do these terms mean to you with regard to victim care?
NOTE:  Use the definitions below from DODD 6495.01 to generate a discussion:
“Gender-responsive care.  Care that acknowledges and is sensitive to gender differences and gender-specific issues.”
“Culturally competent care.  Care that provides culturally and linguistically appropriate services” such as assigning an advocate that can speak the native language of a victim.
“Recovery-oriented care.  Focus on the victim and on doing what is necessary and appropriate to support victim recovery, and also, if a service member, to support that service member to [be] fully mission capable and engaged.”
Show:  Slide 44 (Strategy for Cultural Change)

(NOTE:  Slide is animated.)
SHARP Program personnel and their commanders need to have a battle plan for preventing sexual harassment and sexual assault.  A good strategy to facilitate cultural change may include the following components:
(NOTE:  Click for first bullet.)
Knowledge of current status
Before you can launch a campaign, you need to know the starting point.  The Army’s annual sexual assault report provides a high-level view of the impact of sexual assault.  Commanders are responsible for conducting command climate surveys to assess organizational climate.  This provides the basis for knowing what actions are appropriate to initiate.  Military Equal Opportunity (MEO) and SHARP Program personnel work closely with commanders to ensure unit assessments are conducted in accordance with requirements in AR 600-20.
(NOTE:  Click for second bullet.)
Vision for the future
What should the future look like?  The commander takes the Army’s vision for the elimination of sexual harassment and sexual assault and compares it to what he or she sees in the climate assessment.  Based on this, the commander develops his or her own vision for the unit and a plan for how to move the unit’s climate toward that vision and that of the Army.  The commander should be very mindful of cultural indicators that tell him or her whether the unit is succeeding or failing at creating a climate free of sexual harassment and sexual assault.
(NOTE:  Click for third bullet.)
Goals
In order to create appropriate battle plans, leaders need to know what they are trying to accomplish.  The SHARP Program goals discussed earlier provide goals for the Army as a whole.  Each commander needs to create unit goals that launch deliberate action in support of Army goals.  SHARP personnel can assist in developing these goals.
(NOTE:  Click for fourth bullet.)
Training
Just as Soldiers build their tactical skills, they need to build their skills in fighting sexual harassment and sexual assault.  Training and awareness programs empower people to recognize behaviors related to sexual harassment and sexual assault.  Individuals can then reflect on and check their own behaviors and attitudes.  Training also teaches how to intervene and prevent events.  Later lessons in this curriculum address skill building in more detail.  All unit members need to receive these and other training opportunities.
(NOTE:  Click for fifth bullet.)
Research
Research helps ensure that strategies are based on fact and sound courses of action.
(NOTE:  Click for sixth bullet.)
Participation
Cultural change will succeed only to the extent that individual Soldiers own the problem as well as the solutions and recognize that they do not have the option to ignore behaviors that threaten the safety and integrity of their units.
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	SUMMARY

	Method of Instruction
	Conference/Discussion

	Instructor-to-Student Ratio
	1:16

	Duration of Instruction
	See Instructional Guidance
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	Check on 
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	COLs are incorporated throughout this lesson.

	

Review/
Summarize Lesson
	Show:  Slide 45 (Summary)
		

State:  “In this lesson, we described the impact of sexual harassment and sexual assault on the Army, examined strategies to prevent sexual harassment and sexual assault, and identified support resources available to complainants of sexual harassment and victims of sexual assault.
Remember your role is to:
Strongly condemn sexual harassment and sexual assault.
Take ownership for eliminating sexual harassment and sexual assault in the Army.
Recognize the risk factors when you see them. 
Intervene to prevent sexual harassment and sexual assault. 
Encourage Soldiers and DA Civilians to report incidents.
Help the Army become the DOD leader and “Blueprint for the Nation.” 

(NOTE:  Ask the students if they have any questions.)
Show Slide 46 (Helpline)
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	APPENDIX D.
	PRE- & POST-DEPLOYMENT 

	D.1.
	A template to be completed by instructors or commanders for students pre- & post-deployment.




Appendix D:
Pre- & Post-deployment Information Template
Instructions:  When delivered to students in theater, the Annual Unit Refresher/Pre- & Post-Deployment Training should be supplemented with information detailing sexual harassment and sexual assault issues specific to the deployed environment.  Commanders and/or instructors should complete this template prior to the delivery of the training and then distribute the completed document to students.

1.  Identify any information within the categories below that may impact sexual assault prevention or response in the anticipated country of deployment (include any additional information for countries of coalition partners).
1. Customs:
________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
Mores:
______________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
Religious practices:
____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
Status of Forces Agreement (SOFA):
________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
2. Identify any risk reduction factors specific to the deployment location.
____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
3. Identify the type of trained sexual assault responders who are available during the deployment (e.g., law enforcement personnel, legal personnel, SARC/SHARP Specialist, SAPR VAs, HCP, or chaplains).
______________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
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- Does the behavior create a hostile or offensive
environment?
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ESH ARP Categories of

A R LT Sexual Harassment

Verbal
- Telling sexualjokes
- Using sexuslly explictprofanityor threats,sexualy oriented cadences, orsexusl comments.
- Whisting i asexually suggestivemanner
- Describing cetan atibutes of ane” s physical ppearance n asexual manner
- Using trms of endearmentin referring to Sodiers, DA Civilians, o Family members.
Nonverbal
- Staring at someone. blowing Kisses. winking. orlicking one" s n 2 suggestive manner
- Displaying inapprogrite printed mteri(.g. sexuzlly orented picturesor cartoons)
- Using sexuslly oiented screen savrs on one" s computer
- Sending sexualy oriented note, letters, faxes, or e-mail
Physical contact
- Touching. patting.pinching. bumping,orgrabling
- Comering o blocking passageny
- Kissing
- Providing unsalicited back o neck rubs
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ESHARP  "recisews
THARASSMENT/ ASSALRT RESPONSE & PREVENTION Harassment
Quid Pro Quo/Sexual Coercion (“ This for That”)

Hostile Environment
+ subjectedto offensive, unwanted, and unsolicited comments or
behaviors of a sexualnature. f these behaviors unreasonably
interfere with an individual's performance, then the environment s
classifiedas hostile

- Derogatory, gender-biased terms Remember  hid partynotjust
the bjectof e atanion—can siz0
- Sexually suggestive pictures orjokes. ey

- Unwanted touching harsssing!
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SHARP

Miltary
Policyapplieson and offduty hours.

The workplzces 3l the tme (including off
duty) and everywhere (including barracks, o)
Victims do nothave the rightto sus the
offender

Victims are encouraged toconfront offenders:
Rowever,supervisors managers are
responsibl for confrontingaffenders ance
they knowof the harassment.

Forml complaints are managed by the
commander.

Soldiers have 80 calendr days from the date
ofthelleged ncidentin which o fle
formalcamplaint

Fanily members are lgibleto il complaints

Sexual Harassment
Policy Distinctions

DACHvilians

Poticyonly appies while on duty.
The workplaces more narrowly defined o
the actual oficeiworkplace and reas
assacisted with warking.

Victims have the rightto sue through the
dministrativeprocess provided in 29 Code
of Federsi Regulstions (CFR) Part 1614
Victims are encouraged toconfrontthe
offender also: however, supervisors!
managers are esponsible for confronting
offenders once they knowof the
harassment

Forml complaints are manged by Equal
Employment Oppartunity (£EO) personnel
DACiviians mustcantacthe EEO Office
within 45 days ofthe harassment
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ESHARP Practical Exercise 1:

ks AR s £ VTN Scenario A

Ms. Lesiie Robinson, a DA Civiian, works in the” cube famm” environment. One day, Staff
Sergeant ($5G) Bill Evans stopped by Specialst (SPC) Mark Fields’cubicie to talk about
Ms.Robinson’ s breasts and butt. SSG Evans told SPC Fields that he would like to take
Ms.Robinson back to the barracks and let her teach him a few things.” Ms. Robinsondid
not hearany of it but two other co-workers, Sergeant (SGT) John Weaverand SPC Tina
Michaels did. SGTWeaver observed that SPC Michaels was uncomfortable withthe
conversation.

Laterinthe day, SSG Evansand SPC Fields passed SPC Michaels and SGT Weaver inthe
breakroom, after which SPC Michaels confides in SGT Weaver that she does not want to
‘work with SSG Evans nor SPC Fields. She says that was not the first off-color remark she
has heard from SSG Evans, and she doesn't wantto workwith him i that” s how he
going to talkabout women. SPC Michaels also mentioned hat she was going to tel M
Robinson aboutthe remarks when she refumed o the office in the morning.

‘The next morning, SPC Michaels tels Ms. Robinson about SSG Evans’commens. Ms.
Robinson becomes very angry and decides tofile a complaint with her non-commissioned
officerin charge.
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ESHARP Practical Exercise 1:

ks AR s £ VTN Scenario B

+ SPC Jonathan Williams is assigned to Bravo Company and
services information technology (IT) equipment at a Forward
Operating Base in Afghanistan. Captain (CPT) Rebecca Switzer is
SPCWilliams” company commander. One evening, CPT Switzer
asks SPC Williams to come to her hooch to repair her laptop. While
SPC Williams is working, CPT Switzer takes off her uniform and
walks around in her bra and panties. She then walks up behind
SPCWilliams and begins rubbing his shoulders. SPC Williams
says he needs to go back to his office to do some work. CPT
Switzer says, “Ifyou give me what | want, 'l make sure that you are
ableto go home on R&R in time for your son” s birthday.” SPC
Williams insists that he has to get back to the office. The next day,
he avoids CPT Switzer and informs First Sergeant (15G) Mary
Green of the incident.
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ESHARP Practical Exercise 1:

A ASARS et Scenario C

- Carla Olsen is the 18-year-old daughter of Sergeant First
Class (SFC) Roger Olsen from Fort Bragg, North
Carolina (NC). While atthe Post Exchange one summer
day, Carla and her friend, Britney, decide to have lunch.
When Britney bends down to pick up some change she
dropped, PFC Ryan Allen comments on the tattoo on her
lower back. Justthen, SPC Sam King walks by and
whistles at Carla. Carla looks over at him and he winks
andlicks his lips. Carla looks at him, frowns, and
shakes her head. She asks him what unit he’ s from, but
he ignores her and walks away.
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ESH ARP Responses to

A R LT Sexual Harassment

- Direct approach

~ Confront the harasser and inform the personthat the behavioris not appreciatedor
‘welcomed and that it must stop

~ Focus on behaviorand its impact—offer behavior-centered feedback

- Indirect approach

~ Address the harasser without aface-to-face conversaton(c.g.,

- Third-party assistance

- Ask someone else o talk to the harasser, o accompany the complainant, o to
intervene on behalf of the complainant to resolve the conflict

ndaletter)

- Chain of command

- Reportthe behavior to your immediate supervisor of others in the chain of command
and askfor assistance in resolving the stuation

« File a formal complaint
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ESH ARP Complaint Check
Description [Formal Complaint | informal Complaint
Subjectto
Timelines +
Notfiled in
wriing +
Requires an official
investigation -+
Requires a reprisal
pian +
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BESHARP Admin&UcM sexal

e amesan s wmes tmvoros  Harassment Penalties
Admin Penalties
Mandatory counseling

Dischargeffomservice giluretoobey 92 Bad Conduct Discharge

Bartore-eniistment orderor (BCD), 6months

regulation confinement,and forfeiture of
Adverse performance allpay and aliowances
;"“““f";‘“"' Crueltyand 93 Dishonorable Discharge, 1 yr
SR maltreatment confinement,and forfeiture of
Administrative eduction allpay and allowances
Admornition
oo Provoking #7  Gmonths confinementand
pera specchesor forfeiture of 2/3of all pay and
Admin withholdingof gestures allowances for§ months
B indecent 134 BCD,6months confinement,
Rehabiliativetransferto  fanguage andforfeiture of 2/3of allpay
anotherunit andallowances
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ESHARP Army Policy on

S AR A B £ T Sexual Assault

+ Sexual assault is a criminal offense.

+ Itdegrades mission readiness.

+ Soldiers who are aware of a sexual assault incident should
report it immediately (within 24 hours).

+ Sexual assault is incompatible with Army Values and is
punishable under the UCMJ and other federal and local
civilian laws.

+ Allvictims of sexual assault will be treated with dignity,
faimess, and respect.

'7 Onand Off Post
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ESHARP Restricted vs.

s s s meoue oo | nrestricted Reporting

Restricted Report Unrestricted Report

Benefits Benefits

+ Accessto medical advocacy,legal,and + Access to medical, advocacy,legal, and
counselngsenvices counselngsenvices.

+ Recelvethe Sexual AssautForensic  + Receivethe SAFE
Examination (SAFE) + Allegedoffendermay beheld

+ Controlthe release of persoral ‘sccouniable
information + Commandsupport

* Can changsto Unresticted Reportat  + Gan receive protective order (Miltary
anytime ProtectiveOrder [MPO] or Civiian

ProtectiveOrder [CPO])

Limitations Limitations

+ Theallegedofienderwilnatbeheld  + More peopie willknow abott the sexusl
accountable assault

+ Incligibleforexpeditedtransteror  * Investigationmay beintrusive and
reassignment diffcut

+ No commandsuppart + Cannotchangeto RestridtedReport

+ Cannotreceivea proteciive orcer
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E SHARP Filing Restricted vs.

R s scnsn atseonse 5w UNTEStricted Reporting Con't

Restricted Report Unrestricted Report

Who canfile a report: Who canfile a report:
+ SARCISHARP Specialist * SARCISHARP Specialist
* VASHARPSpecalist
* VASHARP Specialist + Healthcare Provider
. cp
* Healthcare Provider + Commander
- JhG
e
Limitations Limitations
* Chaplains—cannotfileareport,but  + More peoplewillknow abou the sexval
remains confidential assault
* Investigation may beintrusive and
diffcut

* Cannotchangeto RestricedReport
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ESHARP Definition of Consent

What is Consent?

- Consent will not be deemed or construed to mean the failure by
the victim to offer physical resistance. Consent is not given when
aperson uses force, threat of force, or coercion or when the
victim is asleep, incapacitated, or unconscious.

- Aperson cannot consent to sexual activity if he or she is
substantially incapable due to:

~ Mentalimpairment or unconsciousness resulting from consumption of alcohol,
drugs,ora similar substance

— Mental disease or defect which renders the person unable to understandthe
nature of the sexual conductatissue

~ Physically declining participationin the sexual conductat issue

~ Physically communicating unwilingness to engage n the sexual conductat
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ESHARP Obtaining Consent:

ks AR s £ VTN Scenario 1

- $SG Emily Barnes calls $SG Kevin Nash to pick her up from a bar
and take her home. Though heavily intoxicated, SSG Barnes asks
$5G Nash to walk her up to her apartment, where she tells him
she wants to have sex with him. Once they enter her apartment,
$5G Bames begins kissing SSG Nash. SSG Nash kisses her back
and asks her where the bedroom is. SSG Nash guides SSG
Barnes to her bedroom and he begins to undress. While he’s
undressing, SSG Banes lays back and passes out. SSG Nash
undresses SSG Bames and begins performing oral sex on her
attempting to arouse her even though she is passed out.

- Has SSG Nash obtained consent from SSG Bames in this situation?
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ESHARP Obtaining Consent:

P ASSARS e £ T Scenario 2

+ SGT David Kenworthy and SPC Olivia Clark are off-
base and begin making out. SGT Kenworthy begins to
undress SPC Clark, who “seems to wantit” As they
kiss, she says “yes” but as he goes to remove her
skirt, she says “no” and places his hands back on her
shoulders.

- Has SGT Kenworthy obtained consent from SPC Clark in this
situation?
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ESHARP Rule 514

+ Avictim has a privilege to refuse to disclose and
topreventany other person from disclosing a
confidential communication made betweenthe
victim and avictim advocate, ina case arising
underthe UCMJ, f such communicationwas
made for the purpose of facilitting advice or
supportive assistance to the victim.

+ “Confidential communication” also applies to
records the Sexual Assault Response.
Coordinator (SARCYSHARP and Victim Advocate.
(VA)ISHARP Specialists maintain pertainingto

N communications with the victim. These
communications with SARC/SHARP and

otesaws VAISHARP Specialists and their associated

records are considered privileged and are notto
bereleased to others, including to commanders
orlaw enforcement personnel.
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ISHARP Expedited Transfer

s et e Sepkon Requests

+ Sexualassault victims who file an unrestricted report can request an
‘expedited transferireassignment from their current unit

+ The requestmust be submitted in writing using DA Form 4187

+ Commander battalion or above) has 72 hours to recommendapproval or
disapproval of the requestif he or she cannot otherwise approve the
request

+ The transferor reassignmentmay be:

- Another unitatadifierent geographicalocation*
- Adiferentuniton te installston

~ Another company witinthesame Bataion

- Another batlion within th same rgade

- Another rigade it the same diison

“Bll permanent requests must be approved by the commander of Human Resources Command
(RC)
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ISH ARP Protective Orders

* Military Protection Order (MPO)
~ Willemain n effect until such time a3 the commander terminates the order or
issues areplacement order
~ Issuing commander shallnotity the appropriate civiian authorites of any.
change madiein a protective order, o s termination and the termination of the:
protective order s issuance f the Soldierand any individualinvolved does
notreside on amiltaryinstallation at any time during the MPO
~ Are notenforceable by civilian authorities off post. Off-base violations of the
'MPO should be reported to the issuing commande, Departmentof Defense
(DOD) law enforcement,and Criminal Investigation Division (CID) for
investigation
- Civilian Protection Order (CPO)

~ Shallhave the same force and effect on amiltary installation as such orderhas.
‘within the jurisdiction of the courtthat issued suchorder
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ESHARP Ensuring Victim Safety:

ks AR s £ VTN Scenario

$SG Barnes wakes up the next day and realizes that while she was passed
out, SSG Nash had sex with her. She confronts him, and he informs her that
she“wanted it SSG Bames decides to file a report, and SSG Nash calls her
totell her that unless she drops the charges, he will “see to it that she regrets
it $SG Barnesfears for her safety since SSG Nash is alson her unit, 5o she
decides to file an Unrestricted Report and approaches the SARC/SHARP
‘Specialist to ask about options for her safety and an expedited transfer.

1. Howlangis an MPOn efect?

2. Who hasto benotified afthe MPO?

3. AreMPOS enforceable by civilian awenforcement? Does she have any otheroffb3se

options?

4 Afterthe commander receives SPC Clark's expedited transfr equest howmuch ime does
helshe havetomake 3 decision?

5. 11SPC Clar'stransfer requestinvolved a permanent change of sttion PCS), who s the
authorty o approve?
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ESHARP" Offense Types

- Nonstranger

- Most common type of sexual assault; includes acquaintance
rape, drug-facilitated rape, and marital rape

- Stranger
- Stranger rape is less likely to occur than nonstranger rape
- Gang and multiple rapes

- Victim usually knows or
has been acquainted with at
least one member of the group

- Drug-facilitated sexual
assault

- Believed to be increasing
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E SH ARP Bystander Intervention

ks AR s £ VTN Process

1. Notice the eventalonga continuum of behaviors
2. Interpret the eventor behavioras a problem
3. Feel responsible forsolving the problem
4. Choose how o intervene

5 Bulld'he cuhure|o ellmnale'he pmblem
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BSHARP Cuiansuch sex

b AL Offense Penalties
U.S. Code 18, Chapter 109 (Civilian) Penalties
Offense Section Maximum Penalties

Aggravated Sexual Abuse. 281 Z0years inprison

Sexual Abuse 202 20years nprison

Sexual Abuse of 3 Minar or Ward 20 15years nprison

Abusive Sexul Contact 24 H0years inprison

Sexual Abuse Resultingin Desth 245 Death,itein prison

UCMJ Penalties

Rape. W pea

SexustAssault 120 DishonorableDischarge, forftureof il pay and allowances.
30 ears confinement

Aggravated Sexual 120 20years + Dishonorable Discharge and fofeitureofall pay

szt andallovances

Abusive SexualAssault 120 Forfetureofall pay nd allowances, 7 years + Dishonorable
Discharge

Sodomy. 125 Dishonorable Discharge.forfture of all pay and allowances.

Confinement for e witnoutparole
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Campaign Lines of Effort & SHARP Initiatives

Objective Inititives





image37.png
ESHARP LOE Check

LOES: Prevention, Investigation, Assessment, Advocacy, Accountability

Ensure the chanof commnd understands tha s responsiiyisto
ereate 3 positv command cimste snd mvionmentol rus digiy. and
respectin which very Sodir,Civilan,and Family meribercan hrive and
Sehreve et ful potertl b eiminaing sexus hasament and sexial
2ssaultand stoppingofenders rom commiting crimes

Ensure thateveyreporis examined thoroughly. i, and orgekntlyto
make 3 positiveimpact upon thecuture, command cimate and ensure that
Vitims fee fre oreport wihout far of reprsal

Ensure thatthe chinof command i fuly engaged. holding every
individkalurit, orgaizstion.sndcommandersppropriskly responsiefor
Behaviors,sctons, and nactions, nd rat i akes approprite ctors:
based uponinvestigators.

Provid compassionate, bestin-lsss cae. suppor,snd protecon or
vitims, andprotcthe fghts and pivacy of sunivors.

Analyze, evaluate, andimprove the Ay s stategy, methods,and
techniquesfor lminatingsexua harassment and exualassaulinits
anks using Ay researchand evaluatons, 5 well s input from natonal
xpers nth fieldof preventon response,and advosacy.
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ESHARP Command Responsibilities

RSN A AR St £ TN for Prevention

Commanders will:

+ Leadby example

- Establish a climate of prevention

+ Postwritten Army sexualassault and sexual

harassment policy letters and victim

services information

Ensure Soldiers and DA Civilian employees

receive annual SHARP training

Ensure SHARP personnel are appointed at

the appropriate unit level, are trained, and

are certified

+ Conduct periodic assessments of the unit’s
ororganization” s SHARP Program
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gws“bARE Whose Responsibility?
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ESHARP Strategy for

RSN A AR St £ TN Cultural Change

Agood strategy to facilitate cultural change may include

the following components

+ Knowledge of current status

« Vision for the future

* Goals

+ Training

* Research
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ESHARP

In this lesson, we described the
impact of sexual harassment and
sexual assault on the Army,
discussed support resources
available to complainants of
sexual harassment and victims of
sexual assault, penalties for
sexual harassment and sexual
assault offenders, and DOD
Sexual Assault Prevention and
Response (SAPR) and Army
SHARP Program.
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SHARP Program: 

I AM THE FORCE BEHIND THE FIGHT 

Reminder :  If You Need  Help 

Installation 24/7 Helpline:

Insert your # here

DoD Safe Helpline: 

(877) 995-5247
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Reminder: If You Need Help
Installation 24/7 Helpline:
Insert your# here
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BSHARP

Annual Unit Refresher/
Pre- & Post-Deployment Training
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ESHARP

SEXUAI. HARASSMENT/ASSAULT RESPONSE & PREVENTION

Annual Unit Refresher/
Pre- & Post-Deployment Training





