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Objectives

• To review the recent events in the #MeToo movement 
and understand the impact of this in medicine

• To establish the legal definitions of harassment and 
discrimination

• To discuss communication in this new age



Relationship between Self and Power

• “To function at their highest level with maximum well 
being over time, people need to feel both empowered
and valuable”

• “To feel powerful, people often try to control or manipulate 
others”

• “To be powerful is to strengthen the sense of self

…which increases the likelihood of consistently acting in 
your long-term best interest”

Stosny S, Psychology Today, 
https://www.psychologytoday.com/us/blog/anger-in-the-age-
entitlement/201011/the-powerful-self 



How do we view power? Google says…
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With that said….
• Let’s review the history of the #MeToo 

movement
• See what we did at AAGL
• Informed by the law
• Take a peek at our research
• And discuss how this impacts the way that we 

function in our daily practice, with 
communication, and in our respective medical 
societies



The Facts
• Sexual violence affects 1/3 of all women 

worldwide (WHO)
• 54% of women report receiving "unwanted 

and inappropriate" sexual advances
• 95% saying that such behavior usually 

goes unpunished (ABC News survey, 
2017)



• MySpace in 2006
• “Empowerment 

through empathy”
• Started when a 13 

year old shared 
her story and she 
didn’t know how to 
respond

• “Should have said, 
‘Me Too’”





NOON
10/15/17



NOON
10/15/17

By the end of the day: re-tweeted 200,000 times
Facebook: 4.7 m people -12 m posts - 24 hours









• International movement against sexual 
harassment and assault, sexual coercion, 
and sexual intimidation

• Sharing stories of sexual violence



Movement with Goals
• Processing all untested rape kits in the 

United States
• Investigating the vetting of teachers
• Better protecting children at school
• Updating sexual harassment policies
• Improving training in workplaces, places of 

worship, and schools
Snyder, Chris; Lopez, Linette (December 13, 2017). "Tarana Burke on why she created t    

http://www.businessinsider.com/how-the-metoo-movement-started-where-its-headed-tarana-burke-time-person-of-year-women-2017-12


Movement with Goals
• “Grown to include both men and women of all colors and 

ages, as it continues to support marginalized people in 
marginalized communities”

• Determining the best ways to hold perpetrators responsible 
and stop the cycle

• Institute protocols that give sufferers in all industries the 
ability to file complaints without retaliation

• Need for men to intervene when they witness demeaning 
behavior

• Have the right to say no to sexual contact from any person, 
even after repeat solicitations from an authority

Jeffries, Zenobia (January 4, 2018). "Me Too creator Tarana Burke reminds us this is about Black and Brown survivors". Yes!. 
Archived from the original on January 6, 2018. Retrieved January 5, 2018

http://www.yesmagazine.org/people-power/me-too-creator-tarana-burke-reminds-us-this-is-about-black-and-brown-survivors-20180104
https://en.wikipedia.org/wiki/Yes!_(U.S._magazine)
https://web.archive.org/web/20180106063721/http://www.yesmagazine.org/people-power/me-too-creator-tarana-burke-reminds-us-this-is-about-black-and-brown-survivors-20180104


• Legislation making it difficult for publicly traded 
companies to hide cover-up money from their 
stockholders and would like to make it illegal 
for employers to require new workers sign 
NDAs as a condition of employment

Milano, Alyssa (January 4, 2018). "Alyssa Milano on joining time's up: 'women are scared; women are angry'". Rolling Stone. 
Archived from the original on January 6, 2018. Retrieved January 6, 2018

https://en.wikipedia.org/wiki/Alyssa_Milano
https://www.rollingstone.com/culture/news/alyssa-milano-why-i-joined-times-up-anti-sexual-misconduct-group-w514894
https://en.wikipedia.org/wiki/Rolling_Stone
https://web.archive.org/web/20180106120433/https://www.rollingstone.com/culture/news/alyssa-milano-why-i-joined-times-up-anti-sexual-misconduct-group-w514894


Recommendations
• Remove barriers to employments (NDA)
• Ban pre-employment agreements surrounding harassment 

(arbitration or publicity)
• Create clear internal reporting mechanisms and more effective and 

proactive disciplinary measures
• Create a culture that encourages employees to be open about 

serious problems
• Combat underlying power imbalances in some workplaces (e.g., 

raise the tipped minimum wage)
• Embrace innovations like the portable panic buttons mandated for 

hotel employees in Seattle

Anna North, gender analyst



Prevalence
• Equal Employment Opportunity Commission (2006): 

• 25-85% of women say they experience sexual 
harassment at work

• Few ever report the incidents
• Most common reason: fear of reprisal

• Highest percentages in females age 16-24
• NOT JUST WOMEN
• 1 in 6 men have experienced sexual abuse and feel 

unable to talk about it

Trades Union Congress and the Everyday Sexism Project. Nearly two in three young women have experienced sexual 
harassment at work, TUC survey reveals. (Available at:)https://www.tuc.org.uk/news/nearly-two-three-young-women-have-
experienced-sexual-harassment-work-tuc-survey-revealsDate accessed: February 7, 2018

https://www.tuc.org.uk/news/nearly-two-three-young-women-have-experienced-sexual-harassment-work-tuc-survey-reveals


Prevalence
• Nearly 25% of women have been touched without 

invitation
• Almost half of respondents in one study had been 

warned about sexual advances that might occur from 
certain co-workers at the onset of a job

Slater + Gordon Lawyers. Sexual Harassment Rife in the Workplace: New Study Reveals. (Available 
at:)https://www.slatergordon.co.uk/media-centre/press-releases/2013/10/sexual-harassment-rife-in-the-workplace-new-
study-reveals/Date accessed: February 7, 2018

https://www.slatergordon.co.uk/media-centre/press-releases/2013/10/sexual-harassment-rife-in-the-workplace-new-study-reveals/


Where is it?

• Church: Andy Savage



Where is it?

• Finance: Douglas Greenberg 
(Morgan Stanley)



Where is it?

• Politics: Al Franken



Where is it?

• Comedy: Louis C.K.



Where is it?

• Entertainment: Harvey Weinstein



Where is it?

• Sports - Medicine: Larry 
Nassar



Where is it?

• Politics: Kavanagh - SCOTUS



Where is it?

• Intersection of law and medicine - our colleagues



Where is it?

• NO matter who you are, it is in your lives.



Medicine
• Launer: 30% of women and 4% of men in 

academic medicine report having experienced 
sexual harassment

• 60% of medical trainees and students 
experienced harassment 

• Medical staff who complained report negative 
consequences to their careers

Launer, John (February 1, 2018). "Sexual harassment of women in medicine: a problem for men to address". Postgraduate Medical 
Journal. 94 (1108): 129–130. doi:10.1136/postgradmedj-2018-135554. ISSN 0032-5473. PMID 29378917.
"Women in Medicine Say #MeToo, Report 'Appalling' Experiences | Institute for Healthcare Policy and Innovation". ihpi.umich.edu. 
Retrieved February 18, 2018.
"Reshma Jagsi: Radiology's expert on sexual harassment of women in medicine". Health Imaging. Retrieved February 18, 2018.

http://pmj.bmj.com/content/94/1108/129
https://en.wikipedia.org/wiki/Digital_object_identifier
https://doi.org/10.1136/postgradmedj-2018-135554
https://en.wikipedia.org/wiki/International_Standard_Serial_Number
https://www.worldcat.org/issn/0032-5473
https://en.wikipedia.org/wiki/PubMed_Identifier
https://www.ncbi.nlm.nih.gov/pubmed/29378917
http://ihpi.umich.edu/news/women-medicine-say-metoo-report-%25E2%2580%2598appalling%25E2%2580%2599-experiences
http://www.healthimaging.com/topics/practice-management/reshma-jagsi-radiology-s-expert-sexual-harassment-women-medicine


Medicine
• Bates: >50% of women and 5% of men in medicine report 

being sexually harassed
• 93% of female medical students experienced or witnessed 

sexual harassment or gender discrimination during medical 
education

• >12% med students: subject to offensive sexist remarks
• 4% of med students: reported unwanted advances
• Most do not report this due to fear of reprisal



• 45-50% of female medical students reported being harassed 
by faculty or staff (UT, Penn State)

• Higher than other STEM programs
• Risks: 

• Male-dominated environments
• Organizational tolerance for sexually harassing 

behaviors is exhibited
• Hierarchical relationships are enforced
• Training environments are isolating



NAESM August 2018 (Texas)



The Law
• Sexual harassment has been recognized as a 

form of sex discrimination in the US since the 
1970s

• Defined by the Equal Employment Opportunity 
Commission specifically as a form of 
discrimination

Equal Employment Opportunity Commission. 29 C.F.R. ($ 1604. 11); 1980



Discrimination
• Bias or prejudice resulting in denial of opportunity, 

or unfair treatment regarding selection or 
promotion. 

• Age, disability, ethnicity, origin, political belief, 
race, religion, sex, or any other status protected 
by law which is irrelevant to a person’s 
competence or suitability.

• May occur if an individual is unfairly selected or 
treated in a positive light through favoritism or 
cronyism over others.



Harassment

• Verbal, physical, visual or any other conduct 
related to gender, gender identity and expression, 
sexual orientation, disability, physical appearance, 
body size, race, national origin, religion, age, 
marital status, or any other status protected by 
law; deliberate intimidation, stalking or other acts 
designed to threaten, intimidate or coerce; 
harassing photography or recording; sustained 
disruption of talks, presentations, or other events; 
and/or inappropriate physical contact



Sexual Harassment
• Unwelcome sexual advances, requests for sexual 

favors, and other verbal or physical conduct of a 
sexual nature when submission to such conduct is 
made either explicitly or implicitly as a condition of an 
individual’s employment, submission to or rejection of 
such conduct by an individual is used as the basis for 
employment decisions affecting such individuals, or 
such conduct by an individual has the purpose or 
effect of unreasonably interfering with an individual’s 
performance or creating an intimidating, hostile, or 
offensive environment
Equal Employment Opportunity Commission. 29 C.F.R. ($ 1604. 11); 1980



Sexual Harassment
• Applies to inter- and same-sex sexual 

interactions
• Does not refer to occasional compliments of a 

socially acceptable nature or consensual 
personal and social relationships. 

• Refers to behavior that is not welcome, is 
personally offensive, debilitates morale, and 
therefore, interferes with work effectiveness.

Equal Employment Opportunity Commission. 29 C.F.R. ($ 1604. 11); 1980



Definition of Sexual Harassment



Definition of Sexual Harassment



Member and Employee Training and Oversight on Congress Act

• Old system: complaints were channeled through the 
Office of Compliance

• Required complete confidentiality throughout 
process

• Months of counseling and mediation before a 
complaint could be filed

• Settlement payments MADE WITH FEDERAL 
TAXES

• $15 MILLION used in the last decade to settle 
harassment and discrimination complaints



• Makes reporting easier
• Bill ensures 180 days max for filing
• Allows staffers to transfer to a different dept or work 

away from the alleged harasser without losing their job
• Requires Representatives and Senators to pay for their 

own harassment settlements
• Settlements are no longer secret
• Publish settlement amounts and associated employers
• Applies to unpaid workers (pages, fellows, interns)

Member and Employee Training and Oversight on Congress Act





Our Experiences

• November 12-16, 2017: Annual Congress
• November 26, 2017: Gender Equality Letter
• November 29, 2017: Apology issued
• November 2017: Established a Task Force on 

Anti-Harassment, Diversity, and Incident 
Reporting

• February 8, 2018: Board approved policies



How did we respond?
• The AAGL Board of Directors approved the following policies on 

February 8, 2018:
• Anti-Harassment
• Grievance Committee Policy
• Inclusion and Diversity Policy

• On March 5, 2018, AAGL signed a contract with a third-party 
hotline reporting system. The Contact Center is accessible 
24/7/365 with web-based report capture. This hotline is available 
to our members, for quick and easy reporting of potential ethical, 
compliance and harassment issues. The hotline will provide 
summary reporting to the grievance committee for corrective 
action.





Anti-Harassment Policy
• Defines harassment, sexual harassment, and 

discrimination in clear terms

• All AAGL members, guests, and industry 
partners are expected to abide by this policy 
during all AAGL-related activities

• AAGL encourages reporting of all perceived 
incidents of harassment, discrimination, or 
retaliation



• Harassing conduct may include a range of subtle 
and not so subtle behaviors such as: epithets; 
derogatory comments or slurs; clothing that 
displays vulgar or obscene phrases, remarks or 
images which  may be racially, sexually or 
otherwise offensive; negative stereotyping; 
derogatory posters, notices, bulletins, cartoons or 
drawings circulated on paper, electronically or 
during presentations; or assault or physical 
interference with normal work or movement.

Anti-Harassment Policy





• Harassment can also be verbal, physical, or 
any other conduct that denigrates or shows 
hostility or aversion toward an individual, or 
group of individuals, that creates an 
intimidating, hostile, or offensive environment; 
or, unreasonably interferes with an individual’s 
performance or participation in AAGL 
sponsored activities.

Anti-Harassment Policy



• Anyone can be a harassment victim. Anyone can be 
guilty of harassment. Behavior and language that 
are welcome/acceptable to one person may be 
unwelcome/offensive to another. Consequently, 
individuals must use discretion to ensure that their 
words and actions always remain professional and 
communicate respect for others. This is especially 
important for those in positions of authority, since 
individuals with lower rank or status may be 
reluctant to express their objections or discomfort 
regarding unwelcome behavior.

Anti-Harassment Policy



Examples of Sexual Harassment (if unwelcome)

• Sexual flirtations, advances or propositions
• Verbal comments or physical actions of a sexual 

nature
• Sexually degrading words used to describe an 

individual or group
• Display of sexually suggestive objects / pictures
• Sexually explicit jokes
• Unnecessary touching



Examples of Sexual Harassment

• Or if submission to or rejection of unwelcome 
sexual conduct is explicitly or implicitly made a 
term or condition of an opportunity, education, 
benefit, evaluate, or employment

• When inappropriate sexual conduct is severe, 
persistent, repetitive, or pervasive enough to 
create a work, professional, or educational 
environment that most people would consider 
intimidating, hostile, or abusive



How does this look?

• The attending surgeon asks the gay resident to 
make sure his “AIDS goggles” are on.

• How about “Make sure you have on eye 
protection”?







Sexual relationships between 
supervisors/subordinates

• Not acceptable even if consensual
• Supervisory role should be eliminated if the 

parties wish to pursue their relationship



Grievance Policy
- A Grievance Committee was newly formed. 

- The purpose of this committee is to receive and investigate 
complaints made under the AAGL Anti-Harassment Policy. 

- The AAGL Grievance Committee Policy addresses the formation, 
membership, qualifications, and conduct of this committee.

• Reporting an incident (Email or phone to executive director, 
email to grievance committee, phone to a hotline)

• Appeals procedure
• Confidentiality
• Retaliation is prohibited



Investigation Process & Disciplinary Action

- Grievance Committee will perform an 
investigation of the complaint, will have the 
opportunity to seek input from appropriate legal 
counsel, and will make recommendations to the 
Board of Directors. 

- Any adverse action will require approval of the 
AAGL Board of Directors



Grievance Committee / Board takes responsive action

• May include disciplinary action
• Warnings
• Reprimands
• Requirements for training
• Loss of a leadership position
• Expulsion from the society



Investigation Process & Disciplinary Action

- In order to avoid bias, the identities of the 
parties involved will remain anonymous until the 
Board makes its recommendations. 

- A process for appeal is also outlined. 

- Retaliation is prohibited.



What is retaliation?
• Taking some action to negatively impact another 

based on them reporting an act of harassment or 
discrimination.   

• Retaliation against an individual for reporting a 
harassment claim or assisting in providing 
information relevant to a claim is a serious 
violation of this policy and, like harassment or 
discrimination itself, will be subject to disciplinary 
action. 

• Acts of retaliation should be reported immediately 
and will be promptly investigated.



Inclusiveness and Diversity Policy

Makes it clear that the AAGL promotes an 
environment of respect, fairness, integrity, and 
inclusiveness in all its activities.



Organizational Self-Reflection
AAGL leadership, including the most senior positions, has continued to 
increase representation and diversity at all levels. Current representation:

• AAGL Board of Directors 36% women
• FMIGS Board of Directors 50% women
• JMIG Editorial Board                      43% women
• Surgery U Board 29% women

Historically, the AAGL Board of Directors has had the following 
representation:

• 2018 36% women
• 2017 29% women
• 2016 31% women
• 2015 21% women

Presidents in both 2019 and 2020 are female.
February 2018: Policy on Inclusion and Diversity, Inclusion and Diversity 
Committee chaired by a woman and represented by 63% women.





Sensitivity Training

• Each incoming leader of the AAGL, including 
members of the Board of Directors, Scientific 
Program Committee, and FMIGS Board are 
required to undergo sensitivity training prior to 
initiating their responsibilities. 

• February 2018: The Board of Directors set the 
standard by undergoing this sensitivity training







OB GYN Issues
• Some women: concerns about workplace and 

sexual harassment including discrimination
• Some men: would not feel "harassed" by the 

definition, but that they feel discriminated 
against for a variety of reasons
• Employment offers
• Promotions in professional societies

• Social exclusion due to sexual orientation
• (Siedhoff, Obstet Gynecol 2018)



Our Move….





Objective

• To define and characterize the presence of 
workplace and sexual harassment and 
discrimination among physicians in 
gynecology



Methods
• Beta-tested survey
• Developed on REDCap platform
• Distributed by email to all members of AAGL
• Questions included demographics, attitudes, 

experiences, and sequelae regarding 
harassment and discrimination

• All responses were anonymous
• Frequency distributions and non-parametric 

tests



Demographics of Respondents
• 907 physicians responded (13% overall)

• US: 603/4176 (14%)
• Non-US: 304/2850 (11%)

• 67% were US-based
• 59% Female, 40% Male 



Demographics• Females were younger 
(79% vs. 46% were <50yo) (p<0.05)
• Trainees were 16.7% of respondents

• More often females than males 
(p<0.006)

• Females were more likely to think 
the #MeToo movement was 
“justified and overdue” compared to 
“overblown and unnecessary” 
(p<0.05)

• Independent of age or trainee 
status



#MeToo

Reflected on 
harassment since 

#MeToo

68%
(Percent of respondents)

Have experienced 
workplace 

discrimination

67% female & 39% male
(Percent of respondents)

Basis of Non-
Sexual Workplace 

Harassment

1. Gender
2. 
Appearance
3. Race

1. Gender
2. Appearance
3. Age

Have experienced workplace 
related sexual assault

16 women and 2 men

Workplace related sexual 
harassment

28% prevalence
80% had a power differential

(Percent of respondents)

Demographics of Respondents



Attitudes Regarding #MeToo

What is your opinion of the #MeToo movement?

•More females than males thought the #MeToo 
movement was “Justified/Overdue”

• All F vs. All M: 81.5 vs. 58.2, p<0.05
• US F vs. US M: 82.9 vs. 58.6, p<.001
• Non-US F vs non-US M: 82.9 vs. 57.1, p=.007
• Independent of training status or age

50 100

Justified/Overdue

0

Overblown/Unnecessary
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Workplace Discrimination

• Females <30 were more likely to feel this 
(p<0.0001)

• Most common sequela: loss of self-confidence 
(46%)

• Females: Lower salary (43.5%)
• Males: fewer jobs (54%) and patients (51%)



Workplace Discrimination

• Gender discrimination was most 
common form of discrimination 
for both females (90%) and 
males (72%)



Workplace Discrimination

• Females: Gender, Age, Appearance, 
Race, Body size

• Males: Gender, Race, Age, National 
origin, Religion



Sequelae of Workplace Discrimination 
(n=503)

Females
Males
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Workplace Harassment

50 100

Commonplace

0

Absent

How prevalent is workplace harassment?

• Females felt workplace harassment was more prevalent than did 
males 

• All F vs. All M: 72.6 vs. 53.1, p<.05
• US F vs. US M: 69.5 vs. 51.1, p<.001
• Non-US F vs non-US M: 69.5 vs. 51.1, p<.001
• M 20-29 yo vs. M >30: 72.6 vs. 53.9 p=0.001

• Inversely proportional to level of training only among males (p=.035)



Workplace Harassment
• 39% experienced workplace harassment

•28% non-sexual, 35% sexual, 37% both
• Victims more often female (82% vs. 18%, 

p<0.001)
•True for US and non-US respondents
• Independent of age

• Both females and males
•F: 25% non-sexual, 35% sexual, 39% both
•M: 35% non-sexual, 39% sexual, 26% both



Non-sexual Workplace Harassment

Males: Gender, Appearance, Race
Females: Gender, Appearance, Age



Workplace Harassment: Timing
• Setting

• Medical School (45%)
• Residency (66%)
• Fellowship (12%)
• Post-training (48%)

• 50%: During multiple levels of training 
• 83%: By multiple people
• 45%: In multiple settings



Workplace Harassment: Setting

• Hospital during work hours: 92%
• Hospital after work hours: 21%
• Work-related social situations (same city): 30%
• Work-related conventions - meeting hours: 17%
• Work-related conventions - after hours: 14% 

(Of 222 respondents)



Workplace Harassment: Perpetrators
• Harasser was senior to victim: 84%
• Held professional power: 72%
• Employed by the same institution: 74%
• Was a physician: 91%
• Females: harassed by physicians
• Males: harassed by other healthcare workers 

or administrators (p<0.001)



Workplace Harassment: Sequelae

• 53% experienced sequelae
• Work issues
• Personal relationship issues
• 26% sought counseling



Did our respondents think they had 
harassed anyone, ever?

(Half were female, half were in a position of power, 
67% US)

2%
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Sexual Workplace Harassment

• 28% had experienced workplace-related 
sexual harassment (250/907)

•84% were female (p<0.001)
•87% were US 
•44% were <40 years old



Nature of Sexual Harassment

• Repeated offensive stories or jokes: 63% F, 18% M
• Repeated attempts to establish sexual relationship 

despite attempts to discourage it: 40% F, 43% M
• Subtly bribed with reward for sexual activity: 19% F, 

13% M
• Negative consequences for refusal: 12% F, 10% M
• Unwanted stroking/fondling: 43% F, 53% M



Timing of Sexual Harassment
• 79% were US
• Setting

• Medical School (45%)
• Residency (64%)
• Fellowship (11%)
• Post-training (42%)

• 43%: During multiple levels of training 
• 71%: By multiple people
• 43%: In multiple settings



Setting of Sexual Harassment

•Hospital during work hours: 80%
•Hospital after work hours: 19%
•Work-related social situations (same city): 34%
•Work-related conventions - meeting hours: 18%
•Work-related conventions - after hours: 20% 
(Of 250 respondents)



Perpetrators of Sexual Harassment
• Harasser was senior to victim: 80%
• Held professional power: 59%
• Employed by the same institution: 64%
• Was a physician: 90%
• Females: harassed by physicians
• Males: harassed by other healthcare workers 

or administrators (p<0.05)



Sequelae after Sexual Harassment

• 36% experienced sequelae
• Work issues
• Personal relationship issues
• 22% sought counseling



Reporting of Sexual Harassment
• 8% reported at least one incident to a higher authority

• Of these, 62% thought it was not taken seriously
• 10% thought they were subject to retaliation
• Reasons for not reporting the incident:
• 41% “fear of retaliation”
• 37% “not a big deal”
• 37% “feared damage to reputation”
• 32% “didn’t want to get anyone in trouble”
• 19% “didn’t know who to report it to”
• 11% “it only happened once”



Did our respondents think they had 
sexually harassed anyone, ever?

•1%
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Sexual Assault in the Workplace

•16 women
•2 men



Sexual Harassment

• Females more likely to experience sexual 
harassment (45 vs 15%, p<0.05)

• Most often a power differential was noted
• Most did not report the incident
• Multiple women reported a workplace related 

sexual assault





Summary

• Workplace discrimination and harassment are 
common

• Affect females and males, though differently
• Power differential is seen
• Vulnerable populations are at risk
• This needs to improve



We aren’t the only ones

• n = 402 respondents (26% response rate)
• 64% had experienced sexual harassment 
• 71% women, 51% men
• Only 10% reported it

Brown C et al ASCO 2019



Risk of Overcorrection
• Response to defamation cases "an asphyxiating 

vortex of litigation"

• Filipovic, Jill (January 16, 2018). "The poorly reported Aziz 
Ansari exposé was a missed opportunity". The Guardian. 

https://en.wikipedia.org/wiki/Defamation
https://www.theguardian.com/commentisfree/2018/jan/16/aziz-ansari-story-missed-opportunity


Summary by the starter…
Ronan Farrow (NYT publisher)
"My feeling is that this is a net benefit to society and 
that all of the people, men, and women, pouring 
forward and saying 'me too' deserve this moment. I 
think you're right to say that we all have to be 
conscious of the risk of the pendulum swinging too 
far, but in general this is a very positive step."



Ways to improve
• Consider how you act
• What you say
• Your effect on others
• (me too)
• Look at your society - your hospital - your 

program
• Make sure your policies are forward-thinking
• Make sure your people are educated
• Make the world a better place









• Time to change the paradigm
• Mentorship - unconscious bias - power gradient -

actively work to change this
• Question the status quo - use everyone’s 

expertise - give opportunity
• Use this information to guide our behavior, 

practices, hospitals, and societies
• Beware of repeating the same mistakes with 

different labels
• It won’t be easy



#TimesUp           https://www.timesupnow.com/
Information about the Time's Up Legal Defense Fund and a number of
organizations which may be able to provide assistance, depending on 
the nature of your concerns.

Workplace Fairness          www.workplacefairness.org/harassment
Legal information written in FAQ format about a wide variety of 
workplace topics including sexual harassment and workplace bullying. 
Listings of attorneys who represent clients in sexual harassment 
matters.

PB Work Solutions          www.pbworksolutions.com
Free consultation offered to those looking for non-legal solutions to 
navigate toxic workplace situations.

Resources

https://www.timesupnow.com/
http://www.workplacefairness.org/harassment
http://www.pbworksolutions.com/




Thank you!
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