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Thanks to…

I want to give a tremendous thanks to Vicki Kerr 
at Colorado Outward Bound School for sharing 
her thoughts and ideas with me on this topic, as 
well as for the outline I’m using for this panel, 
which originates from one she authored and 
presented on at the 2018 Wilderness Risk 
Management Conference. 



What are we working 
towards?

Maintaining a safe workplace 
environment that is free of 
harassment and 
discrimination of any kind, 
and that promotes respect 
among colleagues.
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What language do we need to 
understand? 

What is the definition of sexual harassment?

What about harassment generally?

What doesn’t constitute sexual harassment?

Does the harasser need to be a supervisor or of the 
opposite sex?



Where do we start? 

1. Identify culture norms and areas of power imbalances.

2. Clarify your reporting system and organizational response

3. Create a harassment policy. 

4. Design and implement effective training.



1. Power Imbalances.

Where has the maritime industry come 
from? 

What history of power abuse do you 
identify? 

Who has the power? Who doesn’t? What 
about perceived power?  

How might organizational structure magnify 
power imbalances?
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2. Organizational Response & Reporting 
What does a successful reporting system look like?
• who/how to report to.
• Including this in staff training so staff are aware of 

their resources.

What does an ideal primary and secondary response 
look like?
• What types of resources should organizations have 

access to, both internal and external? How to train 
managers on handling reports of an incident. 



3. Creating a Sexual Harassment Policy
Define sexual harassment.

State in no uncertain terms that you will not tolerate sexual 
harassment.

State that you will discipline or fire any wrongdoers.

Set out a clear procedure for filing sexual harassment 
complaints.

State that you will investigate fully any complaint that you 
receive.

State that you will not tolerate retaliation against anyone 
who complains about sexual harassment.



Creating a Cultural Policy 
Start with a respectful workplace policy.

Clearly define expectations for conduct.

Include your staff in creating this vision.

Highlight the role and your support of bystander 
intervention.

Include an action plan for resolving disrespectful behavior. 

Identify ways in which your business practices can foster a 
positive workplace culture. 



4 . Training
Annual cycle

Audiences –
seasonal staff, 
managers

Training Design: 
relevant to 
operating structure
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Bystander Empowerment 
Engaging the community as allies in the 
prevention of predatory behavior is key. 

The goal of bystander intervention is to 
change passive bystanders into active 
bystanders who feel confident in their 
ability to “discourage, prevent, or 
interrupt” a sexual violence incident.

“bystander effect”, a diffusion of 
responsibility. 

Equip with knowledge and tools relevant 
to your group.



Recap
This is work.

Have the conversations. 

Clarify your systems and response. 

Create policies.

Plan and implement training.

Keep doing the work


