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Introduction

The Moss Group, Inc. has prepared tngsning curriculum under funding frorma grant
provided bythe National PREA Resource Center, which is operated through a
cooperative agreement between the National Council on Crime and Delinquency and
the United States Department of Justi@yreau of Justice Assistandéhis training was
developed as part of an on@ng initiative on the part oOregonduvenileDetention
facilities to incorporate the Prison Rape Elimination Act standardseimigloyee

training toimplementPREA Standard 115.331.



Teaching Tips

Selecting Trainers

T

T

Those in charge of selecting speakers for the training, might want to use the
following criteria to ensurelesired results
1. Content expertise

2. Effectiveness as a speaker

3. Diversity (race, gender, age, ideas)

4. Credibility

5. Availability

6. Reliability

7. Technologically competent with presentation technology (e.g.,
PowerPoint® slides)

8. Someone from the local site in addition to national presenters

9. Commitment to and interest in the topic #REA.
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in the participant notebook. Each biography should be two to three
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gualifications. It should also include contact information for the speaker such

as address, phaanumber, fax number and email address.

In addition to the main trainers, you may want to include guest speakers for
some of the modules. Talk with selected faculty members and
representatives from host site for local suggestions and assessment of
strengths. Have personal contact ahead of time with the guest speakers to
articulate your expectations and needs, to answer any questions they may
have, and to describe the audience so that their information is targeted
appropriately. If a guest speaker has haot)y prearrange for copying and
distribution.



Prior to the Training

1 Those coordinating the training should encourage participants to bring
examples of materials to use in the training from their own agenoies
facilities that relate to sexualabuse/harassment in juvenile facilitiesGive
LI NOAOALI yiGa | agKFEG G2 oNAy3a tAadé | KS

i Trainers need to be sure all classroom space, equipraea audiovisual
materials (e.g.videq projectorg have been ordered or reserved in advance.

 TrandNBR &K2dzZ R O2yFTANY HAGK GKS 2NBIFYyAT SN
arranged (e.g., food for lunches and breaks, special needs, parking, printing
of materials, name tags, contracts).



Setting Up the Training Room

T
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The suggestedudience size for the training is-1% people.

The training room should accommodate classrestyle (round or

rectangular) tables and movable chairs with four to six participants per table.

This works well for small group discussions and for participahts wish to

take notes. The least effective seating layout in terms of learning and
FOGGSYdA2y A& al dzZRAG2NAdzYe gA0K SOSNEB2YS
GKS NRB2Y® 2dz YlIe& |ftaz2 glyd G2 GNB |
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Set up a table in the back of the room for faculty to be seated when not
presenting and to store upcoming auelitsual programs.

Test all audievisual materials (slides, overheads) and equipment (projector,
easel pad, paperpens, laptops) in the room to be sure they work. The
resources needed for each module are listed at the beginning of that
module.

Each participant should have an unobstructed view of the front of the room,
be able to see the speaker and easel, andgud screen and other training
aids.

Good ventilation and room temperature is important for an effective and
comfortable training environment.

Make sure restrooms are located nearby and easily accessible.
Have water available for speakers and microphomeseeded.

The lighting in the room should be able to dim or turn off for showing
PowerPoint® slides and/or overheads.

Be sure arrangements have been made for refreshments (e.g., water, coffee,
tea, soda, norcaffeine alternatives, juice) for the mong and afternoon
each day.



1 Good acoustics are also important to facilitate good communication. If the
room is too large or not sound proof to outside noises, it may not be an
effective training location. A lapel microphone may be an option for some
speakes so they can be heard while moving around the room.

1 Be sure the training site meets the Americans with Disabilities Act (ADA)
requirements for any special needs of participants and speakers. Registration
applications should ask participants if theyvieaany special needs or
accommodations.

Knowing Your Audience:

1 The target audience for this training is personnel working \uitreniles working
as direct care staff in detention settings

1 Know your audience in your training. Find out who they are, what they want
to know and learn and their level of experience, and any politics or particular
group dynamics among the players. Some trainers may wish to develep pre
training questionnaires tdhelp gather this information. Understand and
f SINYy a YdzOK |a @2dz Oy KSIFIR 2F G4AYS
and profile data. Time is also sagide at the training itself to discuss this
information with participants.

Team Teaching

1 Asyou will most likely be training in teams, prior to the presentation meet or
talk (e.g., conference calls) to the other team member(s) about who is the
lead instructor, teaching methods and styles of delivery. You might also wish
to discuss:

1. Whether everpne feels comfortable if one team member interjects
SEFYLX Sa 2NJ ARSIFa Rdz2NAy3a y2GKSNJ G4SIY

2. How all team members will receive the same background information
about participants, key issues, etc.

3. Goals and procedures for group actiegi

4. Who will lead discussions following group activities

5. Backup plans in case a team member is unable to train at the last minute

6. 2 KSGKSNJ Ad A& dzaS¥dz G2 RSaA3IyrasS |
next speaker, providing a common thread throughout threning

7. Who will summarize each section and direct participant questions, etc.

7



1 A team meeting the day before the training is suggested to finalize the
training details and logistics.

1 Atthe end of each training day, meet together as a team, debriefrdniaing
and review daily participant suggestions and comments from the written
evaluations and cards:

Discuss if the level of information and delivery style is appropriate;

Discuss overall strengths and weaknesses;

Review and discuss participant dailsaliations;

At the end of the entire training, provide each team member with a copy

2F GKS LINIAOALIYy(GaQ oNRGOGSY SOOIt dz GA2
Record information in an overall work product to be used to make
appropriate changes or adaptations in the curriculum traininggpam.

NP
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Teaching to Maximize Effectiveness

1 Arrive at the training room at least 45 minutes before the session begins.
This allows time for you to be sure all the austisual equipment is there
and functioning and that the appropriate room arrangements have been
made.

1 Tape on the wall two or the large blank pages from the easel pad for
at P Ny Ay 3 [ 20 ¢ AdaadzsSa YR ljdzSadAz2yao
throughout the training.

1 Ask participants to turn off the ringers on their pagers and cellular phones
(encourage the use of less disruptive nigtition systems such as vibration or
digital display).

1 Review your own commitment and passion for the topic.

1 Review your values and attitudes towards women and incarcerated women.

1 Move around the room as you talk. Convey your energy about the work to
your audience. Do you believe what you are saying?

1 Help quiet participants speak up and be included.

J



Be supportive, nogudgmental, and give compliments to participants:
G¢KFGIQa | 322R ljdSadAaz2ye L Y 3IfFR @&2dz

Keep language simple and avoidrgon; be clear. If acronyms or
abbreviations are used, explain what they mean (BJA, NIC, etc.).

Encourage participants to share their own experiences at the appropriate
places but keep the pace moving along.

Help participants who have difficulty preserh y 3 AYF2NX I A2y 0@
GKAA Iy I OOdz2NI 4GS adzYYIFINE 2F ¢gKI G &2dz I N

l FGSN) @2dz FYaA6SNI I ljdzSaidAz2y FNRY | LI NI
82dzNJ l[dzSaliA2yKé G52 @2dz F3aINBSKéE 2N al |
gStftKE

Challengeparticipants to speak up and be engaged in order to reduce
passivity. Always try to get clear answers from participants and make sure
that you fully understand the comments made. Ask for clarification if
necessary. Encourage participants to be succinatoiging their comments
and concerns.

Continually remind participants that the information presented during this

training is a combination of specific strategies and concrete examples as well

Fa | LIKAf2a2LIKAO0FE OKFy3aS Akofranisk® dagol & 2
y2i aO0828 (S8 GKIG Ffglea Oy 0SS UGNIyasse
correctional program to another. Each agency is unique, with particular

issues, demographics, crime characteristics, personalities and existing
structures. Many of the auiculum concepts, such as using data and research

on gender to guide policy and actions, are transferable. Pose scenarios for

the jurisdictions or for the different types of community corrections agencies

and programs represented. .

N>

Do not take things B 2y ft & 2NJ 60S02YS RSTFSyairg
odzii2yadé 9y O2dzNF IS LI NOAOALI yGa (G2 (K
policy affects programs, and how correctional programs do what they do.
Participants may challenge and ask questions about what is cautan the

curriculum or examples you use.



During the first break, informally seek honest feedback from an audience

member or cepresenter. Ask for his or her perception of the training

including room temperature, pace, appropriateness of information,

prea Sy dFrdAz2y adGetsSz G2 S@St 27F LI NIOAOALI
adjustments as needed.

Allow adequate time for moving into small group exercises and make certain
there is adequate, prarranged space for the small groups.

Many activities involvevriting ideas on an easel pad. Be sure you can do this
easily and still facilitate/instruct. Also, write large and legibly. You may also
want to ask a participant to write the responses for you.

.S FtSEAO6fSX A&aadzSa | NudioBual@quipiedtS A a f |
stops working, people cough, egos emerge, guest speakers get stuck in

traffic, someone forgets the name tags and participants have their own

agendas. When you anticipate these things before they occur, some can be

avoided but some siply cannot. Just keep going, recognizing that the best

laid plans sometimes have to be adjusted. Always have a-Ugagkan. A

prepared trainer can go with the flow and still successfully present the
materials.

10



Instructional Methods

POSSIBLE
METHOD ADVANTAGES DISADVANTAGES COMMENTS
INFORMATIONAL
Lecture '
Lecturette Trainer should be

(shorter lecture)

Lecture-Forum
(with question

Conveys large sum of
information; fast; efficient forum
allows exploration of content in
more detail.

Audience is largely passive.

an interesting
speaker, able to
self-limit and stick to
time, be able to

cards or facilitate questions
guestion/answer effectively.

period)

Panel

Panel forum

Expanding Leader must

Panel (vacant
chaird

Adds different points of view to
content.

Audience is largely passive with
exception of expanding panel;

expanding panel not practical with

express solid set of
ground rules and

individual can roups laraer than 20 have skills to

join panel when group 9 ' enforce them.
wishing to

express

opinion)

Debate Provides different points of view, Audience is largely passive. Same as for panel.

thought-provoking.

Presentation

Presentation
with Listening
Teams
(participants
given listening
assignment
before
presentation
question
speaker
afterward)

Presentation
with Reaction
Panel (small
group listens
and forms panel
following

Keeps participants interested
and involved.

Resources can be discovered
and shared.

Learning can be observed.

Lots of information; fast; new
points of view; a more organized
guestion-and-answer format;
reaction panel can speak.

Learning points can be confusing
or lost.

A few participants may dominate
the discussion.

Time control is more difficult.

Audience is largely passive;
reaction panel may not represent
all views of the group.

Trainer orally
presents new
information to the
group.

Trainer should
structure listening
assignment with
clear purpose; must
select panelists
from a cross-section
of the group.

11




presentation)

These methods are
not appropriate
early in a session;
never use to start a

Film session; always

Prepared Reinforces content, adds introduce & de-brief

Videotape entertainment; video allows lights | Passive methods for an audience; | a film, etc.; say,

Slides to remain on; flexible start and possibility of equipment problems. |iLook f or |

_ stop for discussion. __0; | eade

Educational set up and test

T.V. equipment before
session; have
adapter plug and
extra bulbs.
Trainer divides large
group into small
groups; groups of

Keeps participants interested . , , 41 6 are most
Group and involved Learning points can be confusing effective.
; : ' or lost.

BN Resources can be discovered . . Small group has a

given topic) and shared A few participants may dominate short time to

Buzz Groups | | be o J the discussion. discuss a topic or

(short, time- earning can be observed. Time control is more difficult. solve a problem

limited Participants are active; allows Trainer should be

discussion on
given subject)

chance to hear other points of
view; quieter people can express
viewpoints and ideas.

Inexperienced leader may be
unable to use format for attitudinal
purposes.

able to give clear
instructions and
keep discussion on
target. Main function
is judging when to
cut off discussion.

Brainstorming

Can get all participants involved
in collecting a lot of information.

Quickly generate ideas.

Good for problem-solving; quick
change of pace; filler; allows all
to participate; validates ideas of

group.

The problem/issue must be clearly
defined.

Time control is more difficult.

Need clear trigger questions and
evaluation/discussion afterwards;
somewhat over-used method,;
requires careful facilitation.

For idea generation
and creative group
thinking; all
participants present
many ideas as
rapidly as possible
on a problem or
issue. Then group
organizes list into
categories for
further discussion.

Do not evaluate,
criticize, omit, or
discuss

contributions until all
are written; record
in contrib

12



words; use another
person to record if
possible.

Reading (alone
or aloud)

Reading with
Discussion or
Report.

Saves time (trainees can read
faster than trainer can talk).

Material can be kept for later
use.

Insures consistency of
information.

Engaging, active; provides a
chance for in-depth insight and
different perspectives.

Can be boring if used too long
without interruption.

Participants read at different
paces.

Difficult to measure if people are
learning.

May require more reading/writing
skills than participants have;
leader may have to fill in after
reports.

Written material is
used to present new
information to
participants

Requires skill to
select relevant
material; reading
skill by participants.

ATTITUDINAL
POSSIBLE
METHOD ADVANTAGES DISADVANTAGES COMMENTS
Role-play
Mini-role-play . . (See Behavioral
(See Behavioral Methods.) (See Behavioral Methods.)
Playing Self Methods.)

fimovi eo

Doodling

Portraits (of
self or others)

Thought provoking; good for
making thoughts and opinions
more concrete, warm-up activity.

Requires participant self-direction.

Need to relate to
relevant learning
goals.

Simulation
Games

(See Behavioral Methods.)

(See Behavioral Methods.)

(See Behavioral
Methods.)

Task Groups

Sustained interaction allows
quieter people to express
themselves; validates
participants.

Time consuming; requires great
degree of self-direction and group
maturity.

Keep groups small
and diverse with
sustained
interaction and clear
purpose.

Pantomime
Skits

Engaging, active; good for warm-
up.

Willingness and trust of group
necessary.

Need to provide
direction and
purpose; relate
method to relevant
goals.

13




BEHAVIORAL

POSSIBLE
METHOD ADVANTAGES DISADVANTAGES COMMENTS
Participants act out
problem-solving
situations similar to
those they will
encounter in their
workplace.
Trainer needs skill
. L and
Helps retention. Requires preparation time. understandingd
- : May be difficult to tailor to all must get people into
Allows participants to practice o2 :
Role-Play new skills in a controlled situations. - . Ll(i)rlziiiglr:/se establish
environment. Needs sufficient class time for : '
Mini-Role-Play o . : exercise completion and feedback a cl!mate of trust.
Participants are actively involved. Trainer needs
Observers can impact attitude Requires maturity and willingness insight into how an
and behavior of groups; requires tral_ner have activity may pose a
' excellent facilitation skills. threat to some
individuals; ability to
help group process
& de-brief. Use in
well-formed group.
Can be structured
into dyad, triad, and
fishbowl.
fMovieo (-r o
?;?é:;;'fted 9 Useful_ in rehearsing new skills, (Sam_e as for roIe_—pIay, intensive
A mor é , behaviors. and time consuming.)
__9)
A package game
Simulation Int.ens_e involvement;.practice Competitive; requires a game and | requires prep time
games skills in problem solving and possibly a consultant to help for the leader to

decision-making; competitive.

facilitate; time consuming.

learn the rules and
directions.

Tape recording
with playback

Very concrete learning tool;
participant involved in judging

Criteria must be clear; feedback
and assessment based on specific

Trainer should
establish purpose

Videotape own performance behaviors; requires equipment and performance
recording with P : - req quip ' criteria clearly.
playback

Case study Requires active participant Information must be precise and | Participants are
Mini-case involvement. kept up-to-date. given information

about a situation

14




study (problem
situations for
small groups to
analyze)

Critical
incident (small
section of case
stating most
critical or
dramatic
moment)

Can simulate performance
required after training.

Learning can be observed.

Opportunity to apply new
knowledge; requires judgment;
good assessment tool;
participants active; chance to
practice skills.

Needs sufficient class time for
participants to complete the case.

Participants can become too
interested in the case content.

Case study must be relevant to
|l earnerds needs
concerns.

and directed to
come to a decision
or solve a problem
concerning the
situation.

Trainer needs to
have knowledge
and skill
the problem; may
need to design own
studies; compare
approaches of
several groups and
reinforce best
solutions.

S

il-masket
(form of case
studyd
NfLetters
me mos o0 e
given to
participant for
response)

Helps patrticipant clarify and
crystallize thoughts, opinions,
values; opportunity to apply
knowl edge to #dr

€

Requires writing skills; must be
relevant to participant.

Leader needs
knowledge of
participa
concerns/needs;
ability to critique
responses.

n

Demonstration

Demonstration
with practice
(by participants)

Aids comprehension and
retention.

Stimulates participants' interest.

Can give participants model to
follow.

Allows for optional modeling of
desired behavior/skill; can be
active; good for learning simple
skills.

Must be accurate and relevant to
participants.

Written examples can require
lengthy preparation time.

Trainer demonstrations may be
difficult for all participants to see
well.

Method more effective if
participants are active; feedback
must follow immediately after
practice.

Participants are
shown the correct

steps for completing

a task or are shown
an example of a
correctly completed
task.

Requires skill to
model desired
behavior; break

procedure down into

simple steps; ability

to provide feedback.

Skills practice
lab (small
participant
groups practice
together).

Different points of view and feed-
back; participant active; good for
translating information into skills.

Group should have enough
knowledge or insight to coach one
another.

Act as a resource to

groups.

15




PLANNING

METHOD

ADVANTAGES

POSSIBLE
DISADVANTAGES

COMMENTS

Group
discussion
with decision-
making
regarding a
new action

Individual or
group planning
session with
report

Validates maturity and needs of
group members; members have
best insight into their problems
and needs on-the-job; group
leaves session with practical,
constructive and mutual goals;
groups get ideas from one
another.

Requires mature group that can
self-direct and stay on task; time
consuming.

Leader serves as
resource once

directions are given.

Facilitating Common Traininlylethods

Brainstorm

The trainer poses a question and asks for a quick listing of responses.

Rules:

= =4 4

No criticism

Be creative

Have fun

T tA33eol O}

2igeasS I OK 2 0 KSNRa

Think of a variety of ways to ask the question to stimulate more responses from a variety
of perspectives.

Caution

Some participants may have a lot to say and will speak up
right away. Others may hang back. To facilitate broader
involvement, younight ask everyone to write down three

16




ideas, and then go around and have participants read their
lists.

Case Histories

The trainer uses stories or descriptions of patients to help learners relate to the topic
and/or solve a hypothetical problem or saftproblems. The case description is typically
given to a small group with a set of instructions for such tasks as diagnosing, developing
treatment plans, solving compliance issues, etc.[3®eeloping Case Presentations for
Clinical Traininfpr stepby-step explanations and instructions.

Ask groups to create case histories from their own
experiences.

Variation

Continuum

4S8 G(GKA& YSUiK2R G2 SELX 2NB GKS 3INRdzZIQa NI y3aS
imaginary line on the floarepresenting a continuum of opinions. The trainer asks a

learner, or several, to make their statements by standing on the line somewhere between
two opposing viewpoints on an issue, assuming gradations in between. The trainer
facilitates a discussion, amgks for responses from various positions along the line.

t F NOAOALI yGa YIFIe OKIFIy3dS GKSANI LRaArdAiazya |

ax
c

Ask participants to express their place on the continuum on
a printed worksheet. Collect the worksheetbuffle them,

and hand them to others. Ask people to stand on the line
according to the view on their paper, and then dmgone,

read them aloud. Learners must try to express a perspective
different from their own, enhancing their own

understanding and dons.

Variation

Forced Choice

This method is different from a continuum in that no gradation of opinion is allowed.
t F NOAOALI yGa NS alSR G2 aF2NOS¢ (GKSyaStoSa
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demonstrating that many people see choices as forced, often fe@yghave no good
options.

Discussion

To increase interaction among learners in a discussion and enrich the dialogue, try the
following:

1 Arrange seating so participants can see and interact with one another.

1 Pose operended questions.

f Resistasking@ada A2y ad F2N) 6 KAOK 2yfeé& @&2dz KIS GKS
information in statements.

91 Draw out a number of perspectives.
1 Wait for responses; try to calibrate your tolerance for quiet #im@hen no one is
talking/2to the comfort level of the group.
1 Avoid jumping in with an opinion before participants get a chance to respond.
1 Use flip charges and newsprint to record points for later review.
f 52y QG NBLX @& G2 Fff AyLHziT 6FAG eyaINI I YR Sy O

facilitate a multidirectional conversation.
f 2FG0OK LIS2L) SQa o02Re& fFy3dzad ISP 2KSYy [jdzA S LIS
invite them to speak.
1 Refer to ground rules (which you may have stated at the beginning of training) when
ySOSaalNE:r SalLISOALffe gAGK NBIFNR G2 NBALIS

Graffiti Sheets

Invite participants to respond to a series of questions or stentesmes posted on butcher
paper around the room. Each sheet has one question. All the sheets should relate to the
same issue or general topic. Use this method to:

T dasSaa LINOAOALIYGaAaQ (y2efSR3S
1 ldentify and explore misinformation and myths
l
1

Determine belie or values
Stimulate discussion about the responses participants posted

Presentations

18



Build your presentations around a few key concepts and stick to them. The following are
good keys to presentation success:

Be well prepared.

Deliver your notes in eoncise, accurate, relevant, and honest way.

' 3aSaa (GKS 3IAINRJZIQ&a ySSRA YR GKS LIKeaAOlFf &
Focus on your learners; remain attentive to their verbal and-wenal responses and

reactions.

Use clear language and antidipdanguage differences

If you have a sign language interpreter or language translator, ask him or her to stand

where the whole group can see/hear them.

Use visual aids to engage visual learners.

Keep it brief and follow your presentation with interactiveethods

= =4 = =4 -4 -9

= =

What you say is not necessarily what your listeners hear,
Remember perceive, or comprehend. Check understanding and
reactions periodically by asking opended questions; and
listening to learners during other active and interactive
activities.

Role plays

This provides an opportunity to practice skills and behaviors as well as to explore attitudes,
knowledge, and feelings. Role plays force participants to apply what they are learning
about a key concept or a new skill to a simulasédation. Emotions and complexities

surface and the situation is experienced more fully. You can:

1 Conduct role plays in front of the group as a demonstration by trainers or participant
volunteers.

1 Ask participants to practice in triads, taking turnshatiree roles: provider, patient,
and observer.

Provide guidance for the observers regarding content and process for delivering their
feedback and observations.

Slides, overhead transparencies, and PowerPoint Presentations

19



These visual aids oftatcompany a lecture, presentation, or discussion. Keep them
simple, attractive, and easy to read and see from all seats in the classroom or clinic. Use
them as a guide or outline of a presentation, not to show all the details of what you might
say.

: 52y Qi 2 @S N}adaéirdurgdde &s talprbvide & R a
Tip visual illustration, not simply provide the same detailed
information you could get across better in a handout.

Task Groups

Small groups are often a way for quieter participants to speak up.

Asksmall groups to accomplish a set task. Its purpose may be as simple as discussing
reactions or sharing information, but usually includes finishing an assignment and a report
back to the larger group.

Groups can share their results in a number of ways.

1 Each group explains their work on one item of the task and subsequent groups add on,
one item at a time until all ideas from all groups are summarized.

Each group can talk about their entire process and the results of their work together.
Each group can part only one item: their favorite idea, most significant idea, most
surprising result, etc.

1
1

Worksheets

These handouts give guidelines for thinking or working through a complex issue or
problem. They should provide opportunity and structure for learteranalyze
information, to examine, question, evaluate, categorize, extrapolate, generalize,
synthesize, compare, and contrast parts of the content. A tool for individuals or small
groups.

Whip

This is an exercise in listening. The trainer pospsesation, usually on addressing an
opinion or feeling, and asks each participant to respond quickly id4either one after
another around the circle or when pointed to at random. Allow participants to pass if they

20



choose. The most valuable effect of thi®cess is that the group hears a pattern of
response, or more easily hears contrasting opinions or themes.

*Adapted from Education & Counseling for Risk Reduction (ECRR) Curriculum, Center for
Health Training (based on an adaptation from Teaching ASexuality and HIV: Principles
and Methods for Effective Education, Hemlich J and Hedgepeth E, New York University
Press, 1996)

Delivering Effective PowerPoint Presentations

Presenting Clear Information

V Use your slides to visually punctuate yoaoressage.

Your slides should help your audience focus on the main points. Make sure each
word and image helps convey your message in the strongest possible way.

V Limit how much information you provide on each slide.
''aS GKS af ARSA ¥ % MinduddaK of the idsTuctiondadi yo®R2 y QG G N
slides.
1 Include only one main idea per slide.
1 Use key words to help the audience focus on your message.
1 Use active, visual language.
1

Cut unnecessary words: Take a look at a written copy of your
presentation. Cut paragraphs down to sentences, sentences into phrases,
and phrases into key words.

V Give each slide a title.
Titles will help the audience quickly understand the main theme®of talk.
V Organize your presentation into a logical sequence.

Make sure that your presentation is easy for the audience to follow by checking
the sequence of your slides. The main point of each of the slides should flow
logically from one to another.

Presenting Clear Visuals
21
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V Make your text large.
Small text is hard for audience members to read.
1 Use at least 32 point font size for titles.
1 Use at least 20 point font size for body text.
V Keep the text slides brief.
Too much information can overwhelm yoaudience.
1 Choose brief, simple statements instead of full sentences.
1 Try to use no more than eight to ten words per line of text.
1 Try to use no more than eight to ten lines of text on each slide.

Use an easy to read, color format.

1 Pick a color combinain that offers a strong contrast between the
background and the text. Dark backgrounds with light colored text or
light backgrounds with dark colored text work best. If you know you will
be presenting in a pooriit room, use a light background. Convdysef
you know you will be presenting in a witlroom, use a dark
background.

1 Limit the number of colors you use to no more than three. Color can help
add interest and can be used to emphasize key points. However, too
much color can be distracting.

1 Text drop shadows should be black or a darker shade of the background
color.

V Keep images simple.
Images (such as graphs, tables, and pictures) can help strengthen your
presentation by conveying your message in an interesting and oftenteasy
understandformat. Before using art, ask yourself whether the art enhances or
clarifies your message.
1 Unnecessary art and animation can create visual clutter and distract from
your message.
1 Some art, especially photos and other higisolution images, can also
greatly increase the amount of memory needed to run the slide show.
1 Sometimes scanned images and photos are too large for a film recorder
to handle easily, leading to delays in the slide presentation.

Tips for Giving a Successful Presentation
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V Check youequipment in advance.
Before your presentation, check the following:
1 Make sure cables and cords are connected properly and all the
equipment is operating.
T LT @2dz NB dzaAy3d a2YS2yS SftasSoa 02 YLz
space, adequate memory, drthe appropriate versions of the software
you need (including PowerPoint).

V Check your computer settings in advance.
Li KSfLa G2 OKSO1l GKS F2fft2¢Aay3ax SaLISOAL
computer:
T all 1S adz2N® (KS aaeadSy atarlisyumedo#. Fdzy Ol A 2
If this function is turned on, your computer might temporarily turn off if
@2dz R2y Qi dzaS AdG F2NJ I RSaAAIYIFGSR GAYS
by going to the Control Panel and look at the Power Options.
1 Turn off the screen savgsince a screen saver can slow down your
presentation. On a PC, turn this off by going to the Control Panel and
then to Display. Click on the Screen Saver tab to turn the screen saver off.
V Interact with your audience.
52y Qi NBIFIR 2FF (KS aONBSyo®
1 Useslides as prompts, outlines, or conversation points, not as a script.
1 Move around the room and make eye contact with as many people as
possible.

V Use your finger as a pointer, rather than the mouse.
Although you can use the mouse to create a pointerlmnglide, using your
finger to point is generally more accurate and less distracting to the audience.
When you move the mouse to point, it is often difficult to control the little
pointer and it can be difficult to see.

Handling Challenging People

1 Be sue your values and emotions are in check prior to teaching. Anticipate
SyzadgArz2ylftte OKINHSR OKIffSyaay3d ljdzSaidaz

Aa (22 FTSYAyAalhzé aUGKAA A& aALISOALE GNBI
that is compelling, clear and reaéd 6 f S & dzOK -regpéniive d 3 Sy RSN
programming should be implemented for men as well, but this training is

32Ay3 G2 F20dza 2y 62YSy£é3r aAd Aa yz2i
correctional responses that are more likely to work and be effective with
G2YSY£e€2N) aAF FFRRNBaaAyd ¢2YSyQa ySSRa
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successfully in the community and not2e¥ F Sy R A & o)
3dzSaa UGKFdG Aa 6KIG 6S |INB 324
responses are given in the lesson plans. Chabg#NR & (
odzii 2y acé F2NJ LIS2L) S 6 dzi N} 6 KSNJ KSfL
understanding.

Encourage participants to be creative and reeditional to bring about
better results. Help participants to use training as an opportunity to reflect
on desired outcomes and how best to reach them.

During the training, manage the discussion and do not let one or two people
R2YAYlIGSo® {GFNIL | asSaaizy o6& alkeAiy3a alL
inviting people who have not spoken much to give KsSA NJ (G K2 dzZaAK{G a ¢ @
important that different viewpoints get expressed. Possible responses to

difficult, controlling or domineering people include:

1.t 2f AGSt @ AYGSNNHzZIWiAY3 GKSY gAGK |
put that on the back burner for the moment and return to it
fFOSNKE 2N aLFT AG Aa Fff NARIKGIZ L
GKFG 2y GKS OoNBF1® ¢KSNBQa | y2iK
needi 2 RA&O0dzad YR S NS NHzyyAy3 |

2. . 2dz Oy Ffta2 2dzYLd Ay 4 F LI} dza$
fSiQa KSINI FNBY &a2YS 2F (GKS 24
O2y OSNEI GA2y®d da2S KI @S KIFER aS@SNI
this idea, are there differan @A SglLI2AyiGa Ay GKS |
gives the control of the training back to the instructor.

A good instructor allows everyone a chance to speak and facilitates
opportunities for less vocal people in all parts of the room to be heard. If
people do not partiipate in discussions or appear to have their minds

elsewhere, call on them by name to give an answer, opinion, or recount an
experience. However, do it in a way that does not put the person on the
spot. Then praise the person for responding.

If a partigpant is belligerent or rude, walk closer to the person, even standing
next to them.

If a discussion escalates and becomes highly emotional, divert the
conversation away from the people participating before it gets out of hand.
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L OGKAY1 ¢S hhéantl Bop je@l abouk thigi Now2does anyone
StasS KIS I 02YYSyidKé 2N @It ARFGS GKSA!
alé)\ya a2YSGKAYy3a &dzOK Fax aOfSINIe 0KAa

GAOGK RAFFSNAY A OASgLI2AY ladgdod indicgtar 8fy &S SY 2
major issues in the system (which is made up of people and values). You may

want to give extra time for discussion to see if some clarity or understanding

can come out of it.

Another option with heated discussions is to take a brealk to the person
in private, and be clear but polite with expectations

As you go along, register steps of agreement and disagreement with

LI NHAOALI yiad a!'yY L O2NNBOG Ay | &adzy
LI2AY(GKEé 2NJ G 2dz Ydgree oa geXdidiissues: sieeted&ch 0 2
2dZNAARAQUAZ2Y A& dzyAljdzS¢ o

T« >

LT @&2dz ySSR (2 Oz2ydaNRf
LISNBE2y Qa O2yiNROGdziA2Y | YR
GKS LISNA2yQa aidl iSYSyao
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If you have apersonvth Gly26a GUKSANI 220 |yR R2SayQ
G2 R2 AlGZé¢ SELXIAY (KIFIG &kKS A& 2daAad (K
training is to exchange ideas and points of view that will benefit everyone

and that their experience will be valuable t. &ake this person a resource

FYR 3IAGS (GKSY aGNBalLlRyairoAaftAdee F2N 20K
control and accurate.

2 KSYy | RA&AOdzaaArzy 3ISGa 2FF GNIFO1 alesz a
is a little different from the main issudwere; perhaps we can address your

AdadzSa Rdz2NAy3a GKS oNBF]1 2N FFGSN 0KS &
that later in Module X. Your points are very interesting, could you hold those
0K2dzZaAKGa dzydAt ¢S 3ASG G2 GKIFG Y2RdAZ SKE

If a person speaks inbrBa ISYSNI f AT I GA2ya a1z ally
SEFYLX S 2y GKFG LRAYUGKE 2NE G, 2dzNJ 3Sy SN
S OFly YIS AG S@PSy Y2NB O2yONBUS® 52Sa

If a person in the group states something that is meot (yet no one
FRRNB&aasSa (GKS YAaAaAYyTF2NXIGA2Yy Rdz2S G2 (K
public criticism. You can graciously correct the information or use indirect
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methods to set the record straight such as analyzing a similar case or
situation in anoher jurisdiction where the correct information is given. You
may also want to talk to the person at the break and share the correct
information.

You may choose to allow fellow participants to respond to difficult people in
the class

Generally, try notad interrupt participants. Be respectful and listen. Be open,

yet firm, and manage the discussion keeping in mind what is best for the
whole group.
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Responding to Questions

T

Anticipate the types of questions participants might ask and plan how to
hande them. Before you begin the training, prepare a list of questions you
are most likely to get and prepare your answers. You can also use these
guestions to stimulate group discussions throughout your presentation.
Make sure your questions are designedget thoughtful reactions to specific
LR2Aydaod 52 y20 |al ldzSadirzya GKI G
response. Opended questions generate better audience participation.

Questions from participants are a good indication of the level of their
awareress, attention and interest in your subject. Questions have value in
helping you to clarify, modify or fortify points or to test an idea for its
potential. Remember that answering a question is impromptu. Pause if you
need to, relax, maintain your poiseedp your answers short and to the
point, and give the short answer first (e.g., yes/no) then explain why.

Some correctional issues or questions involving gesgecific programming

may border on giving legal advice. Be clear about when it is appropdate

refer a question to a lawyer in the group if he or she is willing to answer or
ddz33Sad GKS 1jdzSadA2ySNI OKSO]l 6AGK KA

If you do not know the answer to a question, acknowledge that fact and offer
to find the information orcheck with the audience to see if anyone knows
the answer. Not all questions have to be answered. Sometimes the most
effective response is one that allows the audience to keep thinking about the
issue or concern. Some instructors keep a running list obties or issues
2y | RAaLIX @SR SFrasSt LIR o6atl NJAy3
guestions throughout the training.

When a person asks a question, restate the question for the entire group and
direct your answer to the audience, not the individgalestioner. Make sure
everyone has heard the question. Rephrase questions that are unclear or
rambling. Diffuse emotional questions by politely asking for clarification.

Avoid a oneto-one conversation/argument with a participant.

27
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Inviting Guest Preseers

1 You may find that you want to include guest speakers for some of the
modules. Have personal contact ahead of time with the speakers to
articulate your expectations and to describe the audience so that their
information is targeted appropriately.

1 Tdk to guest speakers ahead of time about how they would like to be
introduced. If a guest speaker has handouts, make arrangements for printing
and distribution.

1 Have water available for speakers and microphones, if needed.
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Ice Breaker Activities for Training Sessidns

"Learning from Experience"

Have participants introduce themselves and explain one thing they have learned the
KFNR gl @& Fo2dzi GKS (2LIAO @2dz NE O2@8SNAyYy I t
Refer to thenthroughout the class.

"Challenges and Objectivés

Divide the class into small teams. Instruct teams to identify their challenges in the topic
and their objectives for the training. Post work on flip charts. Have them introduce their
team and share their wix with the rest of the class.

"Questions"

Have each person write a question they want answered in the training on atRost
(sticky) note or piece of paper. Have them introduce themselves and their question.
Then post all questions on a wall chduring or at the end of training, ask the group to
answer the questions.

"Role Models"

Have each person identify someone who is a role model for the topic being discussed.

| S GKSY aKINBS GKS LISNE2YQa yIYS IpiR GKS |jd
a good role model. Post characteristics on a flip chart.

b52a FyR 52y Qiab

Have participants introduce themselves, sharing their name, hospital or clinic, and
SAGKSNI I b52bh 2NJ I b52yQib GAL GKIFG GKS& KI ¢
Management. Postips on a flip chart.

"Collective Knowledge"

Have participants work in teams to identify five rules for dealing with challenging
patients. Write the rules on flip chart paper.

! Adapted from Results Through Training, www.RTTWorks.com
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"A Helpful Colleague?"

Have participants identify someone who has contributedh®ir professional
development and who they admire. As they introduce themselves have them explain
their relationship to the person that contributed to their development.

"Developing Yourself"

Have each person introduce himself or herself and share otenathey have recently
taken to improve or further educate themselves related to patient care and treatment.
This can be done as a group or in small teams.

"Acceptance Speech

Have participants introduce themselves and thank someone who has contributed to
their professional development. They should thank the person as if they are receiving an
Academy Award. You may need to limit speeches to 30 seconds.

"First Job"

Have participants introduce themselves, sharing their name and something they learned
on ther first paying job.

"Brain Teaser"

Use a quiz as an ice breaker. Ask questions of common knowledge about any topic, or a
number of topics. There should be both easy and difficult questions. Ask members to
answer individually, and then give them a few nigsito work in small groups to finish
answering the questions. The groups should be able to answer more questions than any
one individual. This is a good demonstration of synergy and can lead into a discussion of
the importance of teamwork in healthcar@mple questions:

What are the names of the planets, starting from the one closest to the sun?
What are the five most populous countries in the world?

What are the five least populated countries in Africa?

What are the five most commonly spoken languamethe world?

= =4 =4 =4

"Dinner Plans"

Have each person complete the following sentence:
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"If | could have dinner with any person, living or dead, it would be

because

"Experience Tally"

Ask each participant how lorige or she has been with their clinic or hospital, or had
their current job. Total the number of years. Point out that the class will have X number
of years of experience on which to draw.

"Good or New"

Ask each person to share something good or new tiese experienced in the last 24
hours.

"I Noticed"

As an ice breaker for the second or third day of a training, have each individual share
one thing he or she has learned since the last session that they know they will use in
their clinical practice.

b L OQnque”
Ask each person to share one thing that makes him or her unique.
"My Slogan”

Explain that many organizations have slogans or sayings that reflect their values and are

easy for customers to remember. For example, the docka Company uses the sloga

Gl @S + /1 21S YR I {YAftSdpeg 1a]l SIOK LISNRERZ2Y I
him or herself and share it with the class. A variation could be to develop a slogan for

their hospital or clinic.

"The Worst Team"
Have each person share a descriptwf the worst team they have ever been on and

why. Post characteristics on a flip chart. Debrief this exercise by having the team identify
ways to avoid the "worst team" characteristics.
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"Three Truths and a Lie"

Give each individual a 3x5 card and instrthem to write four statements about
themselves: one of the statements should be false while three should be true. Explain
that the goal is to fool people about which one is the lie. Allow five minutes to write
statements; then have each person read foar statements and have the group guess
the lie. Award a prize to the individual who makes the most correct guesses.

QY fA1S | XKb

Have each person developsanilet something you compare with something else

because they share similar characteristiéer themselves when they are in a particular

mood or experiencing difficulty. For example: "When | get busy and have too much to

R2>X LQY fA1S I QHMbayhav&just endudgh@nerfgySor onk ore2 ¥ 3 | &
task, but eventually | run out and jusbmpletely stop.” Emphasize that people have

different ways of dealing with stress and challenges because people experience them
differently.

"Worries"
Ask each person to share his or her greatest concern or reservation about participating
inthe trainingg S®3 d3x SPSNE2YS SftasS gAaftf (y26 Y2NB (K
on a flip chart. At the end of the session, revisit the list and ask the group to share
whether their concerns were realized.
"What Do You Know?"
Divide the class into teams of thrdeur people. Assign each team a different flip chart
or piece of flip chart paper. Explain that each team will be asked to record information
they know about the members of another team. For example:

Team A: Mary, Chris, Pat, and Terry

Team B: Jan&rank, Phil, and Sharon

Team C: John, Mike, Andrea, and Larry

Team A is assigned Team B; Team B is assigned Team C; and

Team C is assigned Team A.
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Have the team divide their flip charts into sections, one for each person in their assigned
team. Allow thenfive minutes to record what they know about the people on their flip
chart (both work and notwork related) without violating any confidences. After five
minutes, have teams rotate flip charts and add information on their new flip chart.
Continue rotatinguntil they come to the flip chart with their own names on it. Have

each person comment on what was written about him/herself.

"Guess Who"

Prior to the session, have each participant complete and return to you a survey with
answers to fiveo-seven questias about him or herself. For example:

Favorite type of food

Last movie you saw

Last book you read

Where you would love to visit
Favorite activity

O O O O O

During the session, read the clues and have the rest of the class guess which person is
being described.

"Something New"

On the second day of training, ask each person to share one thing they learned about
another participant on the previous day. Have the rest of the group try to guess who is
being described.

G, 2dz RAR ¢KI GHKE

Give each person a 3 x 5 card ast the group to write down something true that

y202Reé StasS Ay UKS NB2Y (y26a +oz2ddi GKSYZ Sd
blradA2ylf C2NBalddéd aAE dzLJ 6 KS OF NR& FyR Lizi 0
a card and read it out loud. Athke group to try and guess who wrote the card.
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Using the Curriculum

1. The lesson plan modules may be arranged in a variety of ways to meet the
specific training needs of participants. The suggested format for the training is
teaching the modules in the numeric sequence over one day (8:30 am to 4:30
pm for a total of6.5 to 8 hours), that includes a onrleour lunch period and
breaks

2. Adjust the breaks as needed by the group.

3. The lesson plans are written in a lecture format with talking points. The left hand
column has icons to the time needed, the handouts referred to fat gection
and if audievisuals are used. On the right, speaking notes and the slide topic and
contentare provided to be used as a guidfeneeded. Notes to the instructor are
written in red italicswhile suggested speaking points are writterblackitalics

@ A clock tells how much time you typically need to present that topic and to
keep on schedule. Do not feel confined by the minutes listed. It is only meant to
be a guideline in order to get through the materials on time. Adjust based on the
needsof the audience.

%A hand indicates that the instructor needs to refer participants to a
handoutthat the trainer is providing

Audiovisual aids including videos and a PowerPoint® slides, are used throughout
the training.At the beginning of each slideideo,or exercisahe following logos
will appear in the lesson plans:

% for video @8 for PowerPoint®

*
Qfor a classroom exercise
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(Sample)

Topic and Time Slides/Speaking Notes
Interviewing Skills

@ _ 1 Conversational Style
30minutes | § 52y Qi 2dzR3S

@8 { Listen carefully
#7 Skills | When interviewing a woman it is important to be

empathic. Use a conversational and curious style.
Demonstrate genuine regard and interest and remg
Interview Tips nonjudgmental throughout the interview.

This may be a good place to ask participants
questions about othetechniques that they have
found to be effective.

4. Group activities and participant involvement are a big part of this training. Group
interactions with the trainer involvingiutual inquiry, shared experiences and
personal observations help keep the training interesting and relevant.

5. 1 Rdzt 0 € SINYyAyYy3 Y2RSta adaA3Sad GKEG F2N YL
f SO0 dzNB ¢ I Ol A @ften. Xherafore, the chrgiclihbidldSgbdd B R
be interactive, with instructogenerated questions for participants, some small
group discussion, etc.

1 People learn in different wayssome are visual learners, some need to
SELISNAYSY(G YyR 6S Y2NB dKlweRdmaR y ¢ 3> G KA
Mix up your teaching style to reach the maximum number of people.

1 Explain things in different ways and monitor your audience for
comprehension through verbal interaction, watching their behavior, and
feedbackThe slides arasedto enhance ad clarify your presentation.

1 52 y2G NBFIR 2NJGlf] ai2é (GKS atARSao | a
so you are not forced to remain by the equipment the whole time you are
teaching. Practice using the equipment before the training.
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6. Theworda ! Oi 2 X & ® Eafpedisinhichever there is an individual or
small group exercise. General discussion questions posed to the full group by the
AYAGNHzZOG2NI FNB y24d ftAAGSR a +y aF OOGAGA(E

1 Itis suggested that you allow six to eight hours to revieevraterials
before you instruct the program and plan activities. You should be able to
present the materials with the PowerPoint® slides serving as a guide and not
have toreadtheir notes.

1 This curriculum is designed a oneday training. However, werengly

encourage agencies to use and incorporate the information irspreice
orientation trainings as well.
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Juvenile JusticREA Training Curriculum

Slide
Numbers,

Time, Slides/Speaking Notes

and
Materials

Preparation: Readthe U.S. Department of Justi®REA Standards to familiarize ysmlf
with the standards Also ensure you are familiar with your agerfegility polices
related to PREA

wSFR GKS a!yAid m ! OGA@AGe Lyadil Ndp@pake2 y
the game cards. Use note cards or sheets of paper to create at least four category
for each team (4 participants per team). Prepare the cards before the training.

Materials: Accompanying powerpoints, computer, projector, scregategorycards,and
the Unit 1 Activity Instructions

Note: These units were designed for the Oregon Juvenile Detention Centers

@,

hour Employee Trainingnit 1
module Introduction to Standards/ZereT olerance/Mandatory
Reporting

@#1

Al Pass outinyapplicable handouts.

@é Welcome and Introductions
#2 | Who am I?

Who are you?
Housekeeping

If this is the first module in your training, the trainer should begin with
introducing themselveand have participants introduce themselves.
Afterwards,mention any housekeeping items such as bathrooms or wh
breaks will be. If this is not the first module in your training design pleg

37



discard this slide.

@#3

Training Objectives

* Introduce and explain background
information on PREA and the PREA
standards

* Introduce Zero-Tolerance Policy for Sexual

\ Abuse and Sexual Harassment
/ * Provide information on how to comply
with relevant laws related to the
mandatory reporting of sexual abuse to
outside authorities

Read each objective to the class.

* Prison Rape Elimination Act (PREA)

* The aim of the Act is to create “zero
tolerance” for prison rape by using a
variety of tools

* PREA passed unanimously in both houses
of Congress in 2003

The act was passed in2008.f § K2 dzAK G KS GSN¥Y al
legislation is clear that it was intended to include juvenile correctional
facilities, including juvenile detention.

¢CKS 2NAIAYIE GAGES 2ReduttisrS O ©0 0 d7
was changed when lawmakers questioned how much of a reduction th
should be. Critics argued that no level of sexual abuse should be toler
YR GKA&A fSR (2 GKS ARSI 27F ail S

There are a lot of commonaligen the standards for Adult Prisons and
Jails, Community, Juvenile and lockup facilities.

The auditing of these standards began August 20, 2013 with 1/3 of all
facilities types operating within any state being required to be audited
within the next threeyears.

38



Does anyone here know if they will be audited this year?

* [Establishes zero tolerance policy for the
conduct

* Increases accountability of staff who fail to
detect, prevent, reduce and punish prison
rape

* Makes prevention a top priority in each

correctional system
* Protects 8" amendment rights of federal,
state and local residents

Everyone in our field agrees that having a safe facility is the primary gq
ensure both staff and resident safety. If we focus on safe environment
from a PREA lens it evolvato a culture that is proactive in recognizing
risks and addressing low level behaviors and safety concerns.

Being proactive allows for an environment that is prevention oriented a
not reactive. This applies to both physical plant issues (e.g. blitsl, sp
broken locks, etc.) and low level inappropriate behaviors on the part o
staff or allowed of residents. (e.g. name calling, touching)

The relevant 8 amendment concern for PREA is the amendment
protections against cruel and unusual punishment. Courts have ruled t
sexual assault in confinement settings is a violation of tharBendment
rights of the victim, which then opens the abuser and, at tjrtres
facility/agency up to a federal lawsuit. PREA helps protect these rights
through creating a zero tolerance standard for sexual abuse, creating ¢
direction about preventing and responding to sexual assault, placing
requirements on agencies regandihiring staff with a history of sexual
abuse or child neglect.
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* Standardize definitions used for
collecting data on the incidence of rape

* Increase available data and information
on incidence in order to improve
management and administration

* Develop and implement national
standards for detection, prevention,
reduction and punishment

* Establish grant programs to fund PREA
compliance

PREA is also powerful when used to assess for needed corrective acti
Having ongoing and regular mechanisms in place to capture data, ana
it and then plan for systems improvements keeps facilities from being f
with the same type of sexual miswtuct over and over. Itis the
responsibility of leadership to see the opportunities for data to help cou
correct. The greatest liability amgencyfaces is when the same type of
abuse is allowed to occur over and over and they are unable to
demonstate having implemented any system improvements.

@#7

* Prevention Planning
Responsive Planning

* Training and Education

* Screening for Risk of Sexual Victimization
and Abusiveness
Reporting

+ Official Response Following a Resident
Report

* Investigations

* Discipline
* Medical and Mental Health Care
* Data Collection and Review

The standards were well vetted befdreingfinalized. There was
opportunity for public opinion. Different entities were asked to review a
provide feedback, i.e. CJCA which is an organizataate up of all State
Directors of Juvenile Corrections systems. These were looked at from
vantage points, i.e., financial feasibility for implementation, consistency
with other rules and standards in place (i.e. ACA) and the ability for
implementation
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If staff want to read the full standards, they are available online at
http://www.ojp.usdoj.gov/programs/pdfs/prea_nprm.pdf

Staff sexual abuse or 8% o .
misconduct
shrugged off, “There

are always a few bad
apples”.

A major area that PREA addresses is sexual sdfetyis the backbone of
the law and the reason that standards were developed. The goal is to
eliminate all sexuahbuseand harassmenin correctional environments.

Unfortunately when an incident happerteeresponse isometimesx L
Ffglreda (K2dAKI az2YSGKAYy3 gl ayQi
GeKIGQa 2dzad oyl YSeod 2SS KIFI@S |0

Response to Sexual Abuse

Staff mentality about resident-on-resident
abuse can sometimes be “They get what they
deserve”, or “They should have thought
about this before they did the crime”,

There are also those who see sexual abuse as part of the punishment
being incarcerated. This viewpoint has beenndly rejected by juvenile
service and corrections professionals and even the Supreme Court.

All residents have the right to a safe and humane environment, which
includes being free from sexual abuse and harassment.
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@#10

* Not acknowledging the issue with a full
management approach limits our response
to the “few bad apples” theory.

* Ensuring safe and positive facility climates
and healthy, effective staff-inmate
relationships have the greatest
opportunity to prevent sexual abuse of
staff and residents.

Creating a positive, healthy environment for residents and staff is the n
effective way to prevent sexual abuse and harassment. This means th
OFyQi fTAYALIR&ENBSFCSOHSa| R2 I BUHA S & ¢
RSaSNWS A0é¢ aoOKz22f 2F (K2dAKIO®

@#1 1

Organizational Culture

The Sum Of It ALL

Organizational Culture

It is important to ensure that our staff, volunteers and residents do not
view PREA as a separate and distinct progriuat is a stanéalone. In
reality PREA standards are one tool that assists in the development ar
maintains a healthy organizational culture.
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@#12

Definition:

Sum of the
organization’s
attitudes, beliefs,
values, norms and
prejudices that cause
an organization to do
what it does

Attitudes

Have someone in the class read the definition of culture from the slide,
if others have a different definition.

@#13

* Attitudes: Learned predisposition to respond in a
consistently favorable or unfavorable manner with
respect to a given object

* Beliefs: Shared explanations of experience

* Values: What is considered right and good; the way
things ought to be

* Norms: Shared rules, “way things are done”

* Norms are often more powerful than formal sanctions

* Sodeeply held that they aren’t even noticed unless they
are violated

* Prejudices: lll-formed or irrational opinions of somebody
or something; if institutionalized, prejudices are
embedded in the procedures, policies or objectives of
organizations

Culture is how the humans interact so will bring a lot of personal bias,
prejudice and interpretation into the work place.

What one person views as right or good might not match angbeesor@
views

One example is the use of sarcasm. Often in residential facilities resid
report staff being rude to them. When asked of the staff they are surpr
as they describe their behaviors as just using sarcasm as a type of hui
In this case a differeninterpretation could lead to issues between staff a
residents feeling safe.

Other major influencers to the Organizational Culture could be:
Historical eventspeople often remember significant events for quite son
time
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Critical events even from a long time ago can live on as ifithpgened
just yeterdayp ¢tKAa O2dzZ R YIYyATSad AdGa
g2y Qi R2 |yeuKAy3d: e2dz 1y2¢6 (KS
flrad GAYSKE [ | & 15 years ¥g6 buywhehKhis stéty ig
replayed for newer staff, it might appear to have been very recent.

Another common example is how new staff are oriented to the work un
and team. It is not uncommon for a staff to come from new employee
orientatont YR 06S YSG 6AGK (G4KS | RGAOS
1y26 GKSe& GlFdAK{i &2dz K2¢g (2 R?2
SELSOGIGAZ2Y A& (GKIG ySg adl¥F y
order to fit in and be accepted, even if they ace sure the practice is
correct or meets policy and procedures.

K{E #14

Put very
simply:

is
how we act
whenno ~
one is
watching.

@#15

Sexualized Work Environments

Characteristics of Sexualized Work
Environments:

* Undue or over-familiarity between
staff/residents

« Staff/staff relationships unprofessional

« Staff/resident relationships cross boundaries
« Staff off-duty conduct impacts work

* Everything comes back to “sex”

In a recent training conducted with corrections professionals, 84% of th
class reported that staff discuss personal issues in front of residents
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sometimes or frequently42% each category)

Staff culture and norms are clear indicators of what residents are
witnessing and how they develop their own beliefs about what is accef
or not. A sexualized work environment creates serious boundary issue
both for staff who arauncomfortable and for residents who will take thei
cues from them.

It was also reported by 63% of the same group of professionals that
romantic relationships are common among staff.
Do this polling results match how you would respgbnd

The training thats referenced was conducted for andience of state
adult corrections and community confinement staff conducted on
10/15/2013. There were 75 total participants. A hdredd polling
technology called Turning Point was used to gather anonymous respol
Staff were from multiple jurisdictions, both state and local. This is
presented to initiate discussion, not as scientific evidence.

@#16

ZeroTolerance Policy
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@#17

Standard 115.311 states that there will be
a zero-tolerance policy against sexual
abuse and sexual harassment.

Each agency will have a PREA coordinator

with sufficient time and authority to
oversee PREA compliance.

The slide provides a summary of the standard. The trainer can click on
standard and the presentation will go to the exact language of the

standard. When you click on the arrow ic@ at the bottom lefthand
O2NYySNJ 2F GKS adil yitRdoNgral slide XirRi8s>case
slide 17.

§ 115.311 Zero tolerance of sexual abuse and sexual harassment; PREA
coordinator.

(a) An agency shall have a written policy mandating zero tolerance towarg
forms of sexual abuse and sexual
approach to preventing, detecting, and responding to such conduct.

(b) An agency shall employ or designate an ugeeel, agencywide PREA
coordinator with sufficient time and authority to develop, implement, and
oversee agency efforts to comply with the PREA standards in all of its fac
(c) Where an agency opées more than one facility, each facility shall
designate a PREA compliance manager with sufficient time and authority
coordinate the facilitybds effortg

@#18

Oregon Policy

The [AGENCY NAME] maintains a
policy for all forms of

sexual abuse.

This zero tolerance policy affects all

adults and youth who work,

volunteer, reside or visit the
[AGENCY] programs.
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The trainer should make sure these slides match #pscific facility pody.

@#19

Examples

What are some examples of sexual abuse
and sexual harassment?

Ask the participants for a few examples of sexual abuse and sexual
harassment. We will address this topic again in Unit 2 in more detalil.

@#20

Sexual abuse by another inmate, detainee, or resident
includes any of the following acts, Iif the victim does not

violence, or is unable to consent or refuse:
* Contact between the penis and the vulva or the penis and
the anus, including penetration, howev ht;

* Contact between the mouth and the penis, vulva, or anus;

* Penetration of the anal or genital opening of another
person, however slight, by a hand, finger, object, or other
instrument; and

= Any other intentional touching, either directly or through
the clothing, of the genitalia, anus, groin, breast, inner
thigh, or the bu of any , excluding contact
incidental to a physical altercation.

These definitions are provided in full to make sure that all staffattemd
this training have seen the full definition and have had the opportunity
ask questions. Trainers can choose how to review this information in
training, however it is suggested to read the definitions aloud or have 8
participant read them aloud.
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@ Policy Definitions
#21 '

Sexual abuse by a staff member, contractor, or

volunteer includes—

* Contact between the penis and the vulva or the
penis and the anus, including penetration,
however slight;

Contact between the mouth and the penis, vulva,
or anus;

Contact between the mouth and any body part
where the staff member, contractor, or volunteer
has the intent to abuse, arouse, or gratify sexual
desire;

Penetration of the anal or genital opening,
however slight, by a hand, finger, object, or other
instrument, that is unrelated to official duties or
where the staff member, contractor, or volunteer
has the intent to abuse, arouse, or gratify sexual
desire;

@ Policy Definitions
#22 '

Any other intentional contact, either directly or
through the clothing, of or with the genitalia,
anus, groin, breast, inner thigh, or the buttocks,
that is unrelated to official duties or where the
staff member, contractor, or volunteer has the
intent to abuse, arouse, or gratify sexual desire;
Any attempt, threat, or request by a staff member,
contractor, or volunteer to engage in the activities
described in paragraphs (1)-(5) of this section;
Any display by a staff member, contractor, or
volunteer of his or her uncovered genitalia,
buttocks, or breast in the presence of an inmate,
detainee, or resident, and

Voyeurism by a staff member, contractor, or
volunteer.

Policy Definitions

#23

Sexual harassment includes

Repeated and unwelcome sexual advances,
requests for sexual favors, or verbal comments,
gestures, or actions of a derogatory or offensive
sexual nature by one inmate, detainee, or
resident directed toward another; and
Repeated verbal comments or gestures of a
sexual nature to an inmate, detainee, or resident
by a staff member, contractor, or volunteer,
including demeaning references to gender,
sexually suggestive or derogatory comments
about body or clothing, or obscene language or
gestures,




@#24

|Policy Definitions

Voyeurism by a staff member, contractor, or
volunteer means an invasion of privacy of an
inmate, detainee, or resident by staff for reasons
unrelated to official duties, such as peering at an
inmate who is using a toilet in his or her cell to
perform bodily functions; requiring an inmate to
expose his or her buttocks, genitals, or breasts; or
taking images of all or part of an inmate’s naked
body or of an inmate performing bodily functions.

T2z

A Standard 115.351 and 115.361

Standard 115.361 requires all staff to
immediately report:

*Knowledge, suspicion, or information regarding
an incident.

*Retaliation against residents or staff who report.
*Staff neglect or violation of responsibilities that
may have contributed to an incident or
retaliation

Standard 115.351 requires a way for residents:

*To report to an entity that is not part of the
agency

In addition to policy requirements, there are specific requirements in th
PREA Standards regarding reporting sexual abuse and harassment.

26

1 L v Do I
Mandatory Reporter,
Oregon Revised Statute § 419B.010
Any public or private official having reasonable

cause to believe that a child has suffered abuse is
required to report

This includes anyone who works in a juvenile
detention center or in a supervisory capacity

If you are participating in this training, you are a
mandatory reporter

The ORS reference here is current as of January PfHiders should verify
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this information before conducting training to make sure there have no
been any revisions to the statute.

Ask someone in the class to read the definition of a mandatory reporte
Stress the fact that anyone working with resideintguvenile detention
meets this definition.

@#27

andatory Reporting

\Notes made in the JJIS program will be
y staff directly involved with the

All medical and mental health professionals cifically tell
residents about their duty to report before beginning an initial
meeting or screening with them.

Upon receiving an allegation of sexual abuse, secure program

managers immediately notify:

The Juvenile Department or agency director

The juvenile counselor or probation officer

The resident’s parents or legal guardians, unless there is no
the parents should not be notified

The resident’s DHS caseworker, when applicable

(

!

-

Activity

Arrange the group inteams of&t  LJt I @ S NE&E @ 'asS 0K
LyadNHzOGA2yae G2 RSaAONAROGS GKS 3
Provide each team with a handoutdge 1 and the game cards. Allow
the group to play the game for at least 1 round or as long as available
within the allotted training time.
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@#29

* Introduce and explain background
information on PREA and the PREA
standards
Introduce Zero-Tolerance Policy for Sexual
Abuse and Sexual Harassment

Provide information on how to comply

with relevant laws related to the
mandatory reporting of sexual abuse to
outside authorities

@#%

Questions?
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Slide
Numbers,
Time, and
Materials

Slides/Speaking Notes

Preparation Review the slides and notes thoroughly to make sure you are familiar \

the material.

Materials: To deliver this training you will need the PowerPoint slides, projector,

computer,screenflip chart, and markers

@1 hour
@#l

Employee Trainingnit 2

wSaARSYydGa FyR {i(FFFQa

Retaliation

wA 3K

T2,

Objectives for thidUnit:

Iraining Objectives

* Introduce key terms

* Discuss the right of residents to be free
/ \ from sexual abuse and sexual harassment

* Discuss the right of residents and

employees to e free from retaliation for

reporting sexual abuse and sexual
harassment

\f ) * Provide information on relevant statutes
and the applicable age of consent

T2

* Sexual Abuse

by Resident N r?'
* Sexual Abuse Wﬁ ‘R{ \J
by Staff )¢
* Sex ‘H ‘

o
¢ Organizational
Culture
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Key Terms

This section is to ensure that everyone becomes comfortable with th
terms we are going to use throughout the module.

Sexual Abuse

Sexual Harassment

Reporting

Retaliation

Organizational Culture

o To T Do I

termine whether an action
or sexual harassment—but

narios and determine if they are sexual
harassment, or neither.

* During an activity, a m

Select a participant to read each scenario or ¢ineparticipants to
read them silently and then ask the participants to respond to the
scenarios.

Firstscenario{ SEdzZl f | 6dzaSd {SS G(KS ¥
NEaARSYy(l o6& |y20KSNJI NSBaAaARSyY (¢
Second scenarioNeither. Although the staff saviné youth
unclothed, she was conducting cell checks, which are related to
official duties. The staff also moved on quickly to the next cell ins
of lingering and watching for a period of time. She only saw the y
long enough to determine that he wastrinjured or in distress.
Therefore, this example does not constitute voyeurism and, by
extension, does not constitute sexual abuse.

Third scenario Neither. The definition of sexual harassment incluf
GNBLISFGESR YR dzy ¢St O2 Y 8rariofoBcE d]
the youth was corrected he stopped, thereby his actions were no|
repeated. Had he continued with the statements or other similar
statements, then his actions would have constituted sexual
harassment.
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The trainer should note that there angany other scenarios that sta|
may see. Participants should familiarize themselves with the
appropriate definitions so they will know the differences in

terminology.

Standard 115.311

(a) i

“An agency shall 7580 TOLERANCE
have a written Seuak dbuse
policy mandating
zero tolerance
toward all forms

| of sexual abuse
and sexual
harassment ...”

Thetrainer may want to replace the PREA Standard with the
agency/facility policpn zerei 2 f SNI yOS | yR GKI
right to be free from sexual abuse and sexual harassment.

It is important to recognize that residents have the right to be free frc
sexual abuse and sexual harassment during their time in our fadiity.
discussed in Unit 1, sexual abuse/harassment is not part of the
conseqguence of being placed in juvenile detention.

Sexual harassment includes:

* Repeated and unwelcome sexual advances,
requests for sexual favors, or verbal
comments, gestures, or actions of a
derogatory or offensive sexual nature by one
inmate directed toward another; and

* Repeated verbal comments or gestures of a
sexual nature to an inmate, detainee, or
resident by a staff member, contractor, or
volunteer, including demeaning references
to gender, sexually suggestive or derogatory
comments about body or clothing, or
obscene language or gestures.

Sexual harassment is demonstrated in many different waysandtart
with low level joking and name callirtbat is meant to be ¥ dzg" v €

Organizational culture often sets the tifior what is believed to be
acceptable anaften is an indicator as to what harassing behaviors
might be present in the pod or uniEor example nappropriate
languageor sexualized talkn the presence of residents; ridicule or
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threats of a sexual nature

Askparticipantsto give some examples of tessment they have
experienced or are aware.of

W

When perpetrated by staff/femployee,

contractor or volunteer, the resident is always

the victim

* Victim is not able to consent in these
situations

Occurs when:

* The victim does not consent to sexual
contact

* The victim is coerced into sexual contact by
overt or implied threats of violence

* The victim is unable to consent or refuse

Ask:Whycan there be no consensual sexual activity between staff ar
resident®

Possibleanswers include:

Itis illegal

There is such agwer differentialbetween staff and residents that
residents may be coerced even when it looks like @neygonsenting.

en there is:
= Contact between the penis and the v
and the anus, including penetrati

-ation of the anal or genital opening of another
, however slight, by a hand, finger, object or

Review the characteristics of residamtresident abuse with the
participants. Note that some in the class may be uncomfortable with
some terms and be sensitive to this.
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#9

Occurs when there is actual, attempted, threatened or
requested:

Contact between the penis and the vulva or the penis
and the anus, including penetration, however slight
Contact between the mouth and the penis, vulva or
anus

Contact betwe:

the staff me;

intent to ab

The next three slides cover the features of sexual abuse by a staff

member,

@#10

contractor or volunteer.

Occurs when there is actual, attempted, threatened or
requ :

In the case of staff/contractor/volunteer it is likely that these
allegations could result in the involvement of law enforcement as
many cases it is an abuse of authority by a person in position of t

@#11

Penetration of the anal or genital opening, however
slight, by a hand, finger, object, or other
instrument, that is unrelated to official duties or
where the staff member, contractor, or volunteer
has the intent to abuse, arouse, or gratify sexual
desire

Any other intentional contact, either directly
through the clothing, of or with the genitalia, anus,
groin, breast, inner thigh, or the buttocks, that is
unrelated to official duties or where the staff
member, contractor or volunteer has the intent to
abuse, arouse, or gratify sexual desire

Occurs when there is:

Any display by a staff member, contractor,
or volunteer of his or her uncovered
genitalia, buttocks, or breast in the
presence of an inmate, detainee, or
resident

Voyeurism by a staff member, contractor,
or volunteer
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Note that voyeurism on the part ofadt, contractors or volunteers falls
under the definition of sexual abuse and shoulddb@n seriouslyThis
type of behavior wouldequirereporting andinvestigation.

@ #12

* Oregon Revised Statute 163.315
A person is considered incapable of consenting to a sexual act if
the person is under 18 years of age

* Oregon Revised Statute 164.452/454

Custodial Sexual Misconduct

A person commits the crime of custodial sexual misconduct. . .
if the person engages in sexual intercourse or deviate sexual
intercourse with another person...knowing that the other
person is confined or detained in a correctional facility.

It is important for employees to recognize that there are Oregon stati
that set the applicable age of consent and that criminilize sexual
misconduct by employees regardless of the age of the victim. Note {
these are excerpts from the statutes, not the entire statute.

(L

Reporting

B

Reporting
Residents may Disclose Sexual Assaultto. ..
Other residents
Family members
Living unit staff
/ Staff outside the unit
Medical staff
v | Mental health staff

Teachers

Work supervisors

* i Volunteers
) 3 Chaplains

Have theparticipantsbrainstorm anyone else to whom residents may
report an event of sexual abuse or harassment. Emphasize that staf
must consider all sources to be equally trustworhiyis not their
responsibility to decide whether a report is factual. It is only their
responsibility to disclose the information to the agency to ensure thaj
investigated.
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@#15

PREA Standard 115.351 requires agencies to
have “multiple internal ways for residents to
privately report...”

What should be reported?
* Sexual abuse

* Sexual harassment

* Retaliation by other residents or staff for
reporting sexual abuse/harassment

* Staff neglect or violation of responsibilities
that may have contributed to such
incidents

Note that agency/facility policy could be substituted here for the PRE
standard if appropriate.

§ 115.351 Resident reporting.

(a) The agency shall provide multiple internal ways for residents to privd
report sexual abuse and sexual harassment, retaliation by other resider
staff for reporting sexual abuse and sexual harassment, and staff negle
violation of responsiltities that may have contributed to such incidents.
(b) The agency shall also provide at least one way for residents to repo
abuse or harassment to a public or private entity or office that is not par
the agency and that is able to receive and imately forward resident
reports of sexual abuse and sexual harassment to agency officials, alloy
the resident to remain anonymous upon request. Residents detained sq
for civil immigration purposes shall be provided information on how to
contact rel@ant consular officials and relevant officials at the Departmer
Homeland Security.

(c) Staff shall accept reports made verbally, in writing, anonymously, an
from third parties and shall promptly document any verbal reports.

(d) The facility shall povide residents with access to tools necessary to 1
a written report.

(e) The agency shall provide a method for staff to privately report sexug
abuse and sexual harassment of residents.

@#16

Standard 115.351 Resident Reporting

staff must accept and promptly document reports
that are made:

¢ Verbally
= Inwriting
« Anonymously

* From third parties

When an agency learns that a resident is
subject to a substantial risk of imminent

sexual abuse, it shall take immediate
action to protect the resident.
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Point out that staff cannot determine which reportsaccept and which
ones to reject. They must accept all reports and take immediate acti
they believe a resident to be at immediate risk of further abuse.

@#17

Who,should report?

* Residents ~
* Staff A
* Volunteers ,

* Contractors

* Anyone who witnesses or suspects sexual
abuse

Anyone who witnesses or suspects abuse should report, regardless
their status orposition.

@#18

|[Muiltiple Reporting Mechanisms
* Does your facility provide multiple ways for

residents and staff to report?

* What are some examples of reporting
mechanisms?

Often, victims are uncomfortable reporting. Having more than one w;
for victims to report abuse and retaliation gives victims the opportuni
to use the mechanism that is most comfortable for them. There are
many studies that showhat reporting of abuse is more likely when the
is more than one way for victims to report.

Use a flipchart to record participant responses. Make sure the follow
items are included in responses:

1 Having a 1800 number

1 Dedicated phone line foeporting

1 Using the grievance system

1 Reporting to staff, volunteers, family, attorney, social worker, etc.
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1 Sending a sealed letter to someone inside/outside the facility
1 Contacting an advocate

Insertfacility policyhere, if applicable

o

Staffiand Agency Reporting Duties
PREA Standard !

Requires all staff to immediately report:

* knowledge, suspicion, or information
regarding an incident

* retaliation against residents or staff who
reported an incident

* any staff neglect or violation of
responsibilities that may have contributed
to an incident or retaliation

* notification to parents/legal guardians
(unless official documents prohibiting),
caseworker, juvenile attarney, facility
investigators

Substitute the PREA standard with applicable facility policy if availab

It is important for staff to recognize their reporting responsibiljtiggich
are listed on the slide.

TB20

neporiing

* Public/private Entity

* Verbal, anonymous and third party
reports

* Private staff reporting

The PREA Standard also requires that the agency provide residents
least one way to report to a public or private entity or office that is ng
part of the agency and that is able to receive and immediately forwal
resident reports of sexual abuse and &ssment to agency officials.

The agency should allow the resident to remain anonymous upon
request.
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The standard requires staff to accept reports that are made verbally
writing, anonymous reports, and reports from third parties. Staff are
also equired to document any verbal reports received.

The agency also has to provide a method for staff to privately report
sexual abuse and sexual harassment of residents.

In addition to the standard, the facilitator should discuss the relevant
local poicyas well.

@#2 1

1 Third-Party Reporting

The agency shall
establish a method to

receive third-party \ﬂ
reports of sexual abuse

and sexual harassment

and shall distribute ‘

\l

publicly information on
how to report sexual = A

abuse and sexual
harassment on behalf

of a resident.

The trainer can refer to the agency/facility policy in this area if availa|

Facilities are required to have a way to receive reports of sexual abu
from third-parties such as parents, social workers or attorneys. This
method shoulde publically available to anyone who has information
able to make a report when needed.

@8#22

\What to Tell Third-Party Reporters,

If a staff member is approached by
someone other than the alleged victim with
a report ensure that staff tell that person
the following:

* Relevant agency policy information

* What may happen with the information
they have disclosed

* What their involvement with the
investigation may be

* Whether they will be informed of the
outcome of the investigation
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If the steps in facility policy differ from this slide, the trainer should ac
the slide to be consistent with policy.

T2

Responses to Third-Party Source

* Let the person making the report know that
the information they have given will be
passed up your chain of command in a set
timeframe as defined by agency policy.

* Let the reporter know that an investigator
may need to conduct an interview.

If the policy does naddress these things specifically, it should be nof
that best practice in the field includes the following responses:

Information from the reporter that is passed on will be done so on an
need to know basis onl\Reasure the reporter that thagency respects
the sensitivity of what was reported and will act accordingly.

It is possiblehat the reporter will need to provide information to the
investigator. Explain that they might be asked to provide the report i
writing using a specific ageypdorm.

It is good practice to keep the reporter informed as to the status of th
investigation. If another agency such as law enforcement is involve(
letting them know that is important.

@#24

It is important to
establish a

reporting culture;
a code of silence ‘

is dangerous in a
corrections
agency
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Having policy and procedures is only paraddressing reporting
Understanding whatakes upn environment where reporting is valug
and taken seriouslgllows reporting to occurlt is equally important to
recognizethe barriers thatmaykeep peoplerbm taking these
requirements seriously.

@#25

Definition:

An informal institutional or
organizational culture that says
members of the group will not inform
on or give evidence or testimony

against other members of the group,
even though actions of the other
members may involve breaches of
policy or even the criminal law. Also
referred to as the “Code of Blue.”

¢tKS GO2RS 2F aAitSyO0S¢ Kla oSSy
and/or management to talk openly about other staff or incidences of
illegal, unethical or questionable nature. Staff may refusecperate in
the investigation of critical events, specifically the reporting and
investigation of an allegation of staff sexual misconduct, in order to
protect fellow staff members. Most staff members would rather risk
discipline than violate the code sifence within the correctional
community.

Source: NBF{1Ay3a GKS /2RS 2F {AfSyoO
Identifying and Addressing Sexual Misconduct
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@#26

Is reporting a part of your agency’s culture?

Why would staff witness or suspect
misconduct and not report it?

* | would be ostracized

* Staff member who committed misconduct
would be fired

* | would be fired
* | would be “blackballed”

* Administration wouldn’t do anything

Ask: What is the history in your organization when allegations have &
broughtforward?Have you yourself experienced or witnessed retaliaf
as a result of reporting?

Possible answers:

Fear that staff wont respond in support of a situation or as back up.
Fearthat my safety might be in jeopdy.

Staff compromse their values inrder to fitinto an agency and to avoid
becoming an outsider

Staff may find it easier to ignore the conduct

Staff may fear retaliation from the accused or other employees for
violating the code

Staff may find it impossible to believe that a peer coulcehagexual
relationship with an offender

Staff may see internal investigations as unprofessional, untimely or €
Fa | aoAUGOK Kdzy i oé

Staff may believe offenders deserve what they get

Staff fear if they report misconduct, other staff may not protect them
they are involved in physical altercations wigisidentin the future

Staff may not see relations with offenders as wrong

Source: NBIF{1Ay3a GKS /2RS 2F {AftSyoO
Identifying and Addressing Sexual Misconduct
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@#27

* How does the “code of silence” impact
reporting?

* What has happened to those who have
reported misconduct in my agency?

* What happens to those who do not
report and should have?

* Would staff feel comfortable reporting?

* At what stage do staff report?

Ask:Have there been fair processes when allegations have been rep
at your facility/agency®o investigations occur or not?

Most often reports are made about residemisconduct and blatant staf
misconduct.

Sometimes the culturéoes not support staff reporebout staff
harassment of residesfe.g.name calling, sexual jokes or slander abg
aSEdzr t OK2AOS 2fhg qaedryHoBa\girleR.B y G A |
These unspoken rules often result in irnmeyide damage to the
profession largelyagency security. The primary mission of correction
to provide safe and secure environments for persons under correctic
supervision and the staff who supervise them. The presence of unel
behavior, abuse of power and cougrs may reglt in the institution
becoming a dangerous place to work and live. It ultimately breeds a
distrust and can destabilize an agency.

Source. NBI {Ay3 GKS / 2RS 2F {AfSyoO
Identifying and Addressing Sexual Misconduct
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@8#28

+ Staff and residents are unafraid of
reporting suspected sexual
abuse/harassment

* Staff and residents have a high degree of
trust in the investigative process and in
administrative follow-up

* Communication and interactions are
generally respectful and professional, both
between staff and from staff to residents

In a reporting culture,taff and residens are confident there will be no
retaliation for reportingand theytrust the processlt is rot seen as a
witch hunt rather expected part of the work whose goahiety for both
staff and residents.

It isimportant to have processes in place where the staff who is alleg
to haveconducted abusknows the status of the investigation. Not
knowing or understandinthe investigative process often leads to fear
lower morale, and a loss of productivity.

TBz6

Retaliation

@8#30

Retaliation

PREA Standard 115.367:
* Agency must have policy protecting staff
and residents from retaliation

* Agency must have multiple ways to protect
residents and staff from retaliation

* Agency must also monitor retaliation for at

least 90 days following a report of sexual
abuse for both staff and residents and
conduct periodic status checks for
residents

Trainers may substitute agency policy in this slide if it sufficiently coy
the PREA Standard.

Fear of retaliation is directly correlated to the agency culture. If there
greater fear that something negative could or widippen to you then
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that there will be a fair and safe process it will influence reporting.

Facilities are required to protect staff and residents who report from
retaliation in multiple ways.

The facility also must monitor the situation for at leastety days
following a report to make sure that there is no retaliation occurring.

115.367 Agency protection against retaliation.

(a) The agency shall establish a policy to protect all residents and staff
report sexual abuse or sexual harassmentamperate with sexual abuse ¢
sexual harassment investigations from retaliation by other residents or ¢
and shall designate which staff members or departments are charged w
monitoring retaliation.

(b) The agency shall employ multiple protectiorasuges, such as housing
changes or transfers for resident victims or abusers, removal of alleged
or resident abusers from contact with victims, and emotional support
services for residents or staff who fear retaliation for reporting sexual ak
or sexual harassment or for cooperating with investigations.

(c) For at least 90 days following a report of sexual abuse, the agency ¢
monitor the conduct or treatment of residents or staff who reported the
sexual abuse and of residents who were repddéthve suffered sexual
abuse to see if there are changes that may suggest possible retaliation
residents or staff, and shall act promptly to remedy any such retaliation,
Items the agency should monitor include any resident disciplinary repor,
housing or program changes, or negative performance reviews or
reassignments of staff. The agency shall continue such monitoring beyq
days if the initial monitoring indicates a continuing need.

(d) In the case of residents, such monitoring shall also decperiodic
status checks.

(e) If any other individual who cooperates with an investigation express
fear of retaliation, the agency shall take appropriate measures to protec
individual against retaliation.
(f) An agencyo06s haladrmingta ifthe@agency o mq
determines that the allegation is unfounded.
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@#3 1

Retaliation occurs when a resident or
staff injures, harms, or intimidates a
person who has reported sexual

abuse and assault—or attempts to
do so—in response to the report.

Ask a participant to read the definition of retaliation the slide

Retaliationis serious and needs to be addressed everyttime is a
report. Only then will th© dzf & dzZNB OKIl y3S® Ohl S|
he/shel £ g1 @& GNBI (a Liseds#ti® likelihdodof G |
additional abuse and retaliation.

Abusers, both youth and staff will recognize when boundaries are
enforced and when they are not. Thikn®wn as boundary probing an(
might result in moe serious abuse if the restrictions against retaliatior
are not enforced.

T

Retaliation comes in many forms
— Overt retaliation
* Slashing car tires
* Verbal or emotional abuse
* Physical assault
— Indirect retaliation
* Veiled threats

* Shunning from a group

* Sudden change in demeanor without
explanation

Retaliation on staff could takenany forms. Go over the examples on tl
slide and ask participants to brainstorm other wéyat retaliation could
occur. Other examples of retaliation on staff could include

Schedule changes
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Less attractive post assignments
Ignored or canceled vacation requests

Retaliation on residestcould look like:
Harsh chore assignments

Write-ups forminor infractions
Restrictions from activities or free time

s

Contributes to the code of silence by creating
barriers to reporting through threat and
intimidation

When people perceive their safety to be at risk,

they are less likely to report

ThePREA standards adesigned to supportadety: facility safety, staff
safety and resident safety. This ultimately also impacts community
safety.

In the event your agency is one where there is fear of reporting it is
imperative for leadership to assess the culture and make specific col
corrections. This is best done when staff at all levels of the organiza
are included.

@ [Emotional Support
#34

Agency must
also provide
emotional
support
services for

residents and
staff that fear
retaliation
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The PRE#gtandards also require the facility/agency to provide emotio
support services for residents and staff that fear retaliation for reportj

T

PREA Standard 115.333 requires the agency to
educate residents during intake on the process
by which reports of sexual abuse or sexual

harassment can be made, including retaliation

for reporting

PREA Standard 1833 requires the agency to prale residents with
education on theiright to be freefrom sexual abuse and sexual
harassment, including retaliation for reporting

The trainer should also address facility policy/procedure in this area,
focusing on exactly who is responsible for this education and when i
intake process it occurs.

115.333 Resident education.

(a) During the intake process, residents shall receive information explai
i n an age appropriate fashion, t
sexual abuse and sexual harassment and how to report incidents or
suspidons of sexual abuse or sexual harassment.

(b) Within 10 days of intake, the agency shall provide comprehensive af
appropriate education to residents either in person or through video
regarding their rights to be free from sexual abuse and sexual hagassm
and to be free from retaliation for reporting such incidents, and regardin
agency policies and procedures for responding to such incidents.

(c) Current residents who have not received such education shall be
educated within one year of the effectiatedof the PREA standards, and
shall receive education upon transfer to a different facility to the extent 1
the policies and procedures of t
the previous facility.

(d) The agency shall provide resident education in formats accessible t(
residents, including those who are limited English proficient, deaf, visug
impaired, or otherwise disabled, as well as to residents who have limite|
reading skills.
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(e) The agncy shall maintain documentation of resident participation in
these education sessions.

(f) In addition to providing such education, the agency shall ensure that
information is continuously and readily available or visible to residents

through postes, resident handbooks, or other written formats.

T2

Can you recognize the key terms
introduced in this unit?

Do you understand the rights of residents
to be free from sexual abuse and sexual
harassment

Do you understand the rights of residents
and staff to be free from retaliation for
reporting sexual abuse and sexual

harassment

Can you recognize the applicable age of
consent in Oregon?

@#37

Questions?
Ask the participants if there are any questions
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Slide
Numbers,

Time, Slides/Speaking Notes

and
Materials

Preparation This module stuld takel hour to complete Reviewthe information to
ensure you are familiar with the content. Prepare scenarios for Activity Two using t
G!' yAl o ' OlGA@AGe ¢¢62 {OSYlFNAR2&¢ R2Odzy

Materials: To deliver this training you will need the PowerPoint slides, projector,
computer, flip chart, and markers.

Employee TrainingJnit 3

@‘ Dynamics of Sexual Abuse & Sexual Harassment/Common
1 Reactions of Sexual Abuse Victims/How to Detect &
hour Respond to Sexual Abuse

module

This unitwill teach participants abouhe dynamics of incarceration as it
@ relates to sexual abuse. Participants will also identify the signs and

#1 symptoms of trauma as it relates to sexual abuse and how to respond
when it is reported.

@ Iraining Objectives
#2

* Understand the dynamics of confinement

* Identify the common reactions of juvenile victims of
sexual abuse and sexual harassment

| * Provide information on the dynamics of sexual
j abuse and sexual harassment in juvenile facilities

* Identify how to detect and respond to signs of
threatened and actual sexual abuse

* Identify how to distinguish between consensual
sexual contact and sexual abuse between residents

' 2
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|  What factors may lead to sexual
| abuse in juvenile confinement

Break the participants into groups of nwre than 6. Give each groug?l
sheets of flipchart paper and ask participants to list as many examples
factors that may lead to sexual abuas they can. Encourage the
participants to use anecdotal examplesrh their own observations.
Example(s) add include:

Power imbalances

Poor staff supervision

Size (big/small)

Age (young/old)

Education level (high/low

= =4 =8 4 A

Have each group select a group member to report to the class on their
work. Try to ensure that the group assigns a different person to report
than in the previous exercise.

During the exercise, trainers should walk around the room and monitol
responses that the groups are listing. Answer any questions that the
groups may have.

Encourage participants to be as specific as possibl@ \igteng the factors
YR RA&02dzN} 3S 2@0SNX & 3ISYSNIft |

After the exercise is over, have each of the groups report out. Be surg
monitor time, this should be a quick exercise. It is best if the flipchart
can remain orthe wall for other groups to refer to when giving their
presentation. Point out when groups overlap or put up the same facto
CKAA aKz2dZ R 06S aSSy Fa | LIRarada
highlights how the participants have a shared ideavbét to look out for.
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NOTE:IF the trainer wishes to adekss facility dynamics or resident
characteristics specifically, this question can be easily modified.

@#4

Consequences of Sexual Abuse

Sexual abuse in custody...

* Triggers new mental illnesses and
exacerbates existing ones

* Spreads infectious diseases

* Increases health and mental health care

expenditures

It is important for everyone to be aware of the consequences of sexua
abuse inconfinement settings.

@#S

- - o % L.
ics of Sexual Abuse

Predators look for means,
opportunity, and vulnerability by

selecting targets...

*  who are least able to defend

themselves,

*  who may be less believed or

believable, or

*  who are disliked or

ostracized.

(Dumond, 2005)

ISGQa NBFESOU F2NJ I FSg YAydziSa
victims in correctional settings and the general attitude of staff toward
020K® Ly 20KSNJ ¢62NRAZ a4 6S LIN]
understand the dynamics. Staff are sometimgagk to dismiss Egations
from a residenivho has made false allegations in thasp. But in fact,
those residerg are more likely to be victimized, because perpetrators kK
0§KS& QNB f S & &edf Othpr3esidentsindore Gksly to et A S
victimized are those who are least able to defend themselves, or who ¢
dislikedor ostracized by staff or pegr
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@#G

|Resident Predators

* Likely to be older

Have been incarcerated for longer period of
time

Physically aggressive

Manipulative

Often members of a security threat group or
gang

@#7

* In female youth facilities, relationships and
loyalty tend to be valued highly. Male youth
facility cultures can value aggression and

power.

* Some see sexual aggression as a way to assert

their power and control over others.

* Being victimized and seeking help often are

viewed as signs of weakness.

Note that these are general statements that are not meant to inform e\
situation.

Aggressors typically employ one of several
methods to control victims:
1. Force (physical assaults or threats of harm)
2. Entrapment or blackmail (for example,
requiring debts to be repaid with sex,

prot

Pressure tactics (persuasion, bribes, use of

alcohol and drugs)

Remember that coercion # consent
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Those who sexually prey on others use a variety of methods to abuse.
easiest to identify is physical force or threats of harm, however this is ¢
times the least used method.

Abusers often use nonviolent methods to coerce thefrms. For example
an abuser may act very friendly and helpful at first in order to make the
potential victim feel indebted to them. Then, when the potential victim
a debt or obligation, the perpetrator demands that the debt be paid
through sexuahctivity. Also, abusers can use other pressure tactics to
coerce the victim into sexual activity.

It is also common for residents with mental health and or development
OKIfftSyasSa G2 oS Slae LINBe T2NJ
G I OO0 S saitéhReen as a reasonable price to pay for providing sext
favors or for participating ia coverup.

We should remember that coercion is not the same thing as consentin
sexual activity. Abuse conducted through threats and pressure is still ¢
even if there was no physical force used. Also, the fact that two reside
Of FAY (KIG aSEdzt OGAQGAGE 61 &
coercion.

All sexual activity should be thoroughly investigated and a determinatic
made following he investigation.

T2

\

. - r o . )
Dynamics of Sexual Abuse

Anyone can be at risk, but residents are more
vulnerable if:
« Young and inexperienced
+ First-time/new to confinement
« Are not “tough” or “streetwise”
+ Have mental illnesses or
developmental disabilities
« Incarcerated for sexual violence
against children or vulnerable adults

Anyone can be vulnerable and at risk for abuse, but there are special
populations of residents that tend to be more vulnerable. These
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populations are identified on this slidé/ould you add any populations of
residents tahis list?

210

Someone who seems weak, or who is not

streetwise

Youth with mental illness or developmental
disabilities

Those incarcerated for sexual violence against
children or vulnerable adults

@#11

Previous victims of sexual abuse

Those residents disliked or are otherwise
isolated from staff and other residents

Those residents who are least likely to be
believed

@#12

Vulnerable Populations

Educating ourselves about the characteristics
of our population will greatly assist in
preventing and detecting sexual abuse.

Staff should also know what characteristics
make a resident more vulnerable to abuse as
well as what characteristics make a resident

more prone to predatory activity.

There are some common characteristics and/or behaviors that make a
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resident more vulnerable to sexual harassment and abuse. There are
vulnerable populations and they tend to be victimized more and believ
less.

TR

Inappropriate Sexualization

Incarcerated females may engage in sexual activity
due to the following reasons:

* Sex defined as “love” or as a commodity
* Boundary Issue
* Challenges in defining domestic violence

* Fears about disclosure and reporting

@#14

\nappropriate Sexualization

= PTSD and re-traumatization
= Crisis and long-term treatment issues

» Trauma remains untreated and cycle
continues

@#15

May precede sexual abuse and is used to
* test a target
= demean others
= overtly or subtly intimidate
= challenge new inmates/residents or staff
* threaten inmates/residents or staff who
are perceived to be weaker
May be used
* To move the alleged perpetrator

« To retaliate against the alleged
perpetrator

It is imperative that staff recognize and address harassment. The soo
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the lower level behaviors are responded to and addressed the less like
more serious and dangerous behaviors will be exhibited. How they tal
controlof what behaviors will and will not be accepted is how the cultur
of the facility is developed.

@#16

Common Reactions or S

* Anger

* Anxiety

* Depression
* Disbelief
* Fear

* Numbness
* Guilt

* Shame

Changes in behavior are important to recognize and address. Taking t
to examine what might be causing the change and not just trying to
mitigate the behaviors allows staff to address systemic issues in additi
individual resident concerns.

Additional reactions you might observe if someone has been victimize
aware of victimization of others include:

1 Eating/sleeping disturbances

1 Regres®n in ability to problem solve

1 Hyperarousal/paranoia
For residents who experience serious or persistent behavioral health
challenges you might see them decompensaten further.

In order to understand why victims have such varied responses to abu
we need to learn a little more about how trauma affects the brain.
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@#17

|Youth and Trauma

Why is it important to understand
the impact of trauma?

2

-

Here are some resources for use in understanding the impact of traum
victims:

National Center for Traumbaformed Carehttp://www.samhsa.gov/nctic/
NCCD Center for Girls and Young Worh#p://www.nccdglobal.org/
Safe Start Cententtp://www.safestartcenter.org/

The Sanctuary Model draumalnformed Care:
http://www.sanctuaryweb.com

@#18

Dy Frontal Lobe
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@#19

Frontal lobe: seat of conscious memory,
chronological information

Limbic system: controls emotion, fear
response, Sensory memories

Brain stem: controls instinctive reactions
(fight/flight/freeze)

220

Responsible for conscious memory and verbal
skills

Helps an individual put events in order
Takes time after a traumatic event — may
make the interviewee unable to recall
events accurately soon after trauma

During trauma this can become dissociated
from the rest of the brain, preventing a victim
from remembering or preventing them from
speaking about their memories

@#2 1

|Limbic System

* Controls the senses, emotions

* Includes amygdala, hippocampus

During a traumatic event, amygdala might depress
hippocampus function and make an individual
unable to remember all or part of the events

Traumatized individuals might be more able to
answer sensory questions than ones about the
specific events:

What did you see?
What did you hear?
What did you taste?
NOT: What happened?

Amygdala: An almondized structure that stores memories of fearful

experiences

A responsible for regulating safety, and regulates heart rate and
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blood pressure, via the parasympathetic /sympathetic nervous
system.

A Triggers the fighflight-freeze stress response located in the brai
aiSYy ¢6KSy dGaRIyaISNE Aa RSGSOU

A After a trauma the anygdala becomes hypersensitive and
overreacts even to normal stimuli.

A Imaging studies reveal hypegsponsivity here in victims in

particular as they are presented with reminders of their trauma

Hippocampus: A fingesized cluster of neurons, is the leftmemory and
learning becausall conscious memomyust be processed through this
structure of the brain.

A Functions like a memory chip in a computer. It is involved in
processing verbal and emotional memory and passing it along f
permanent storage.

A Highly sensitive to stress hormones (e.g., cortisol).

Whenthe amygdala is very active (eduring trauma), it interferes with
hippecampus function and thereforg A G K @A OGAYQa
events

@#ZZ

* Trauma has been proven to have significant
and very real effects on the victims and their
brain functioning

+ Disrupts the stress-hormone system that is
regulated by the brain

+ Stays “stuck” in the brain's subconscious (limbic

system, brain stem, etc.) where they are
inaccessible by the conscious areas (frontal
lobe, etc.)

+ Can result in Post Traumatic Stress Disorder
(PTSD)

Trauma can have significant effectslon @A OG A YQa NBI O
It literally changes the way that the brain functions. By disrupting the

ONI AyQa y2N¥If NBIFIOGA2Yya G2 aidN]
Gaidz01¢ Ay G(KS adzoO2yalOArz2dza ¢ mS
0KS OAOGAYQA | OGA2yaod

This is why some victims of sexual abuse do not react in ways that are
O2yaARSNBR aGy2N)NIf dé ¢KSNB Aa Yy
for each person.
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@#23

pSure tolrauma

Girls exposed to trauma 92%

Boys exposed to trauma  93.2%

Girls and Boys exposed to

trauma 6 or more times 56.8%

These percentages are from a study of detained yowhthe general
population.

@#24

94% of rape victims
demonstrate PTSD
symptoms within the first
month of the assault
(Gibson , 2007)

13 times more likely to

abuse alcohol

26 times more likely to
abuse drugs

4 times more likely to
contemplate suicide
(World Health
Organization, 2011)

Point out to the particpants that these are symptoms that are likely
experienced by a majority of youth that enter into detention.
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@8#25

The occurrence of traumatic events such as:

* childhood abuse or neglect,

* witnessing a violent event,
* the sudden death of someone close to you,

... can have lasting effects on areas of the brain
involved in memory and emotion

Another important point is that trauma can alter the physical
characteristics of the brain itself.

o

3 Year Old Children

Normal Extreme Neglect

This slide shows the differences in a normgk&r old brain and the brain
of a child exposed to extreme neglect. There is no denying the physiol
differences that occur as a result of trauma. How could these differenc
brain development maniféshrough behavior later in life?
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@8#27

* Depression * Substance abuse
* Agitation * Amnesia
* Avoidance * Dissociation

* Problems sleeping * Eating disorders

* Flashbacks * Suicidality
* Nightmares * Core Beliefs

* Hypervigilance

Understanding how the brain is responsible for our behaviors and wha|
NBadzZ 6a oKSY + oNIXYAY A& dadzy RSNR
supervision and communication styles. A trauma informed environmen
tailor to the needs of each residemténsureindividualized treatment
approaches.

@#28

L Behaviors

Trauma interferes with cognitive functioning:
¥’ Thought processing

v Concentration

v’ Memory and specific recall

¥’ Realistic assessment of own situation

¥’ Decision making

If you knowa resident has experienced traurda you believe that their
ability to participate in the program and comply with directives might bg
impacted?

It is not unusual in a correctional environment for staff to view youth wi
cognitive deficits as being manipulative or oppositional because they W
not follow directions. It is equally important to assess how these legitin
behavioral outcomes of ttana will manifest themselves in a correctiona
environment.
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Many programsare based on cognitive restructuring curriculums and
processes. Some youth who have experienced traumaaneydifficulty
in these types of programdt is important not to agsne one size will fit a
when it comes to treatment and the development of a therapeutic milig

T2z

Effects on Resident Behaviors

Trauma affects
the resident’s
ability to
cooperate and
interact with
others

@#BO

story of Trauma

How will you know if a youth in your care has
a history of trauma?

§115.341
Obtaining

information

from residents- Q
Juvenile

Facilities

Screening for

Risk of Sexual
Victimization and
Abusiveness

PREA standard 115.341 requires that a screening take place of all
residents. This screening must include input from the resitleensselves,
not just a paper review of files or arrest information.

From the data presented earlier it is highly likely that most of those you
in our care will have experienced some level of trauma. Involvement i
legal system itself can be traumatic and repeated episodes of confiner
is also a traumatic eventn brder to determine the history and severity ¢
the trauma, assessment and screening tools are required. These sexy
victimization tools help facilities to determine housing and roommates
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options and need for level of supervision.

Good practice willlao include reassessment for vulnerability if critical
events occur. Some examples of these could be the illness or death g
family member, failing parole or being denied transition activities, or be
victimized.
When screening and assessment is uaegart of a comprehensive intakg
it allows for a plan to be developed in a proactive way. It is likely that
taking these steps can reduce the opportunity for harassment and/or a
and will result in less victims. Often facilities report that indafiding

programs is impossible due to staffing constraints. It is important to
recognize the impact on resources when an assault happens. Shifting
resource allocation proactively will result in less resources needing to |
allocated when needing to aet to an incident.

115.341 Obtaining information from residents.
(a) Within 72 hours of the residge
throughout a residentds confi nemg
i nformati on aboutalhs®rg dnd beleasior h eedutedid
risk of sexual abuse by or upon a resident.

(b) Such assessments shall be conducted using an objective screening
instrument.

(c) At a minimum, the agency shall attempt to ascertain information abouf
(1) Prior sexual victimization or abusiveness;

(2) Any gender nonconforming appearance or manner or identification as
lesbian, gay, bisexual, transgender, or intersex, and whether the resident
therefore be vulnerable to sexual abuse;

(3) Current chages and offense history;

(4) Age;

(5) Level of emotional and cognitive development;

(6) Physical size and stature;

(7) Mental illness or mental disabilities;

(8) Intellectual or developmental disabilities;

(9) Physical disabilities;

(10) Theresidenés own perception of wvuln
(11) Any other specific information about individual residents that may
indicate heightened needs for supervision, additional safety precautions,
separation from certain other residents.

(d) This information shHabe ascertained through conversations with the
resident during the intake process and medical and mental health screeni
during classification assessments; and by reviewing court records, case f
facility behavioral records, and other relevant dogentation from the
resident s files.
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(e) The agency shall implement appropriate controls on the disseminatior,
within the facility of responses to questions asked pursuant to this standa
order to ensure that sensitive information is not exploiteédlbe r e s i
detriment by staff or other residents.

@8 Activity

, #31 Divide the class into groups ofAparticipants Each group will be
@ given a scenario to discusAfter reviewing the scenario, groups
should discuswhat happens when we either use ignore information
learned on the effects of trauma.

Thegroupsshould discuss the differences that can occur when staff
have little tono sensitivity to the impaadf trauma and hold youth
accountable to behavioris adone size fits adl | LILINEegradps
then should consider how staff could demonstratensitivity to the
cognitive and emotional impacts of past trauma in how they will
respond to the youth inthe same situation.

Each group should discuss the scenario for about ten minutes and
report their discussion to the rest of the participants.

@a Dbjective Review,
#32

Are you able to:
* Understand the dynamics of confinement

* Identify the common reactions of juvenile victims
of sexual abuse and sexual harassment

* Provide information on the dynamics of sexual
abuse and sexual harassment in juvenile facilities

* Identify how to distinguish between consensual
sexual contact and sexual abuse between residents

uestion®
@#33 Q
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Slide
Numbers,

Time, Slides/Speaking Notes

and
Materials

Preparation: Prepare for the activity on slide #32 by taking the steps outlined on slic
#3536 and placing them on a piece of pap&o not number the stepsCut the paper
so that there is one strip of paper per step. Put the strips into an envelope and repg
that there are enough envelopes for the number of groups you anticipate during the
activity.

Materials: PowerPoint slides, projector, screen, computer, the specific form your
department/facility uses for First Respders, flip chart, qnd markeralong wth
| ' yR2dzida andSRKETFAREE 521 Sy

Q.-

hours Employee Training Unit 4
How to Fulfill Responsibilities Under Agency Sexual
@#l Abuse/HarassmenPolicies

@ Iraining Objectives
#2

* Provide information on how staff are to fulfill their
responsibilities under the agency’s sexual abuse and
sexual harassment prevention, detection, reporting,
and response policies and procedures

* |dentify how to avoid inappropriate relationships with

/ ) residents

* Demonstrate working knowledge of first responder
procedures

s %
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@#3

Prevent

How can you assist in preventing
sexual abuse?

.-~

What are some examples of things staff can do to assisteatinga safer
environment?Answers and ideasoald differ based on the rolgf the
person in the facilityg(.g.,supervisor, direct care, medical, educator,
administratol). It is important to recognize and stress that every staff
member has a responsibility fprevention.

* Enforcing the agency’s policy on zero tolerance by
following procedures and rules.

* Supporting the agency's sexual abuse reporting policy. If
/ you see misconduct you are expected to report it-
consistently and fairly.
v
* Familiarizing yourself with your surroundings.
be aware of and respond to lapses in safety and security.
* Conducting quality supervisory rounds- leaders should be
visible and active in the facility, engaging both staff and

inmates.

This slide provides a list of some basic things that staff can do to prevg
sexual abuse and harassment.
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General prevention planning shall include the
following:

+ Knowing the PREA coordinator or compliance
/ manager for your facility.

'd y * Knowing the procedures for reporting abuse.

Ask theparticipants if they are awaref the name of the PREA Coordinat
for the agency and/or Manager at thadividual facility. It will be
important that this information be available to share at trainings;luding
the location of their office, email and phone number.

* Prevention and detection go hand in hand.

= Detection means knowing your environment
so that you are keenly aware when a resident
or staff member is acting in an unusual or
peculiar manner.

Owne 4®

It is very important for staff tpay closeattention to the environment. It is
not unusual to change something in the environment that will allow for
assault to occur. Examples might be stuffing lock mechanisms so it
appears the doors are closed but will not lock and/or lgiadiontraband
that can be usedsaa weapon or as a bribByensuringthat search
procedures areoutinely followedyou can catch these actions and
minimizethe opportunity for an assault.
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@#7
®

15 minutes

|Signs of Resident on Resident Abuse

Group Activity

What strategies do you use to detect signs of
sexual abuse?

. 9
vy’

A A

Break into groups of-8 people and provide some chart paper to each
group. Ask each group to spend about 5 minutes creatirgg of activities
that they do to prevent and detect signs of sexual abuse

After thetime is up ask each group to post thést on a wall. After all listg
are posted have the groups walk around the room and together reviey
other groups lists paying attention to which things they had in common
and what was different .

After each group has had a chance to reviewhalgroup lists have a
representative share with the big group a strategy they saw on all or m
of the lists and one that was not common.

Close out this exercise by pointing out how important it is to share

strategies as each staff has a differesms$that they might see through.
When systems are developed to communicate the strategies it enhang
safety.
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T2

wSI R

Why are both
personal and
professional

boundaries
important in our
work lives?

Personal boundaries are
guidelines, rules or limits
that a person creates to
identify for him or herself
what are reasonable, safe
and permissible ways for
other people to behave

around him or her and how |

he or she will respond
when someone steps
outside those limits.

0KS RSTAYAGA2Y 27
Ask someone in the group to define wiiak S

G S NY

means. After one or more responses, go to the next slide

GLISNR2Y I

at NB T
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@#10

Professional Boundaries are the conduct, aims, or qualities
that characterize a person who conforms to the technical
or ethical standards of a profession and exhibits a
courteous, conscientious, and generally businesslike
manner in the workplace.

A 4

Read the definition tthe group. Explaithat professional boundaries are
very similar to personal boundaries except that professional boundarie
established by the profession rather than the person.

@#11

IBlurred Boundaries
Staff and Residents become Blurred when..

They have not been clearly defined

Staff have not been properly trained to resist
the testing of boundaries

Life gets out of balance

There is not a reporting culture that supports

feedback and accountability

The culture is one where staff fear retaliation
for reporting inappropriate behaviors

Boundaries can often become blurred, especially when they are not cly
defined or when there is not proper training on what constitute healthy
boundaries.
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@8#12

laff Responsibilities

Staff responsibilities in working with youth

Staff sets the “tone” for relationships.
staff brings own issues to the workplace.
May or may not have good boundaries or healthy
relationships.
Way of relating to youth and adults may be a function
of age

* (e.g., younger staff more aligned with youth than
older staff).
May not know how to constructively deal with sexual
issues with youth.

* May communicate their own bias regarding sexual
orientation/gender identity

It is important for stafto recognize that they are responsible for setting
and enforcing boundaries and for acting professionally in all situations

@#13

* Personal
Boundaries

* Professional
Boundaries

* Pay attention to
signs

* Identify and
respond to “red
flags”

The best way to esure we are creating and maintaining an environmen
that is sexually safe is to have safeguardglace that allow transparency
and communication both foresidents and staff. This will allow a reporti
culture and ultimately safety.

Often when youth are provided the opportunity, they will partner with s
in creating safe environments. Haviyguth councils where they are askg
for feedback and input is one opportunity to hear from them. Pulling
together small groups of high level youth to meet with staff when there
been safety violations or victimizations allows staff and youth to partne
toward recommendations and actions.
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@#14

Red Flags

@8#15

Give participants the Red Flags handout.

There are several

" indicators
that will assist staff
in detecting resident
on resident sexual
abuse.

Often after an incident occurs, staff will look back and see signs of aby
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of them early they can help us prevent and detect abuse in a more effg
way.

#16

One important feature of red flags is that a single indicator may not in i
of itself indicate sexual abuse. Staff should pay attention to the indical
but not jJump to conclusions. For example, all residents who demonstr
depression or depressive symptoms are not victims, but the presence
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