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The IU Journey…



Setting of Expectations

"It is critical that we continue to build a team environment that 
allows us to create campuses and communities that keep our 
faculty, staff and students feeling safe, supported, and included.

We can do this by understanding that not everyone is offered the 
same opportunities and that inappropriate words, phrases, and 
actions sometimes normalize and encourage the mistreatment of 
others.

Every CPF team member can impact behavior change in a positive 
way when we respectfully acknowledge to each other on 
appropriate things to say and do.

– Vice President Thomas Morrison in his letter to Capital Planning and Facilities division, Oct 2020



In-House Leadership: 
CPF Diversity & Advocacy Team





Learning Objectives

Common Reasons for ConfrontationIdentify

Core Behaviors Understand

Awareness with Tips & Tools for SuccessIncrease

How to have Inclusive & Safe Conversations at Work Discuss



Common Reasons for Confrontation



Core 
Behaviors

for a 
Respectful 
Workplace

Learning comes from understanding your 
organization’s relevant stories and turning 
them into conversations that outline 
expectations for behavior in the work 
environment.  

Understand and Define…
• Respect 
• Diversity, Equity, Inclusion & Belonging
• Cultural Characteristics
• Sexual Harassment & Misconduct
• Importance of Confidentiality



Respect

• Ask employees to define what respect means to 
them

• Talk through differences between Earn or Give.
• Impact between seasoned staff and new 

staff; supervisors and employees

• Talk through examples of what a respectful work 
environment looks like.
o IU’s Definition: A respectful environment 

(workplace, campus, etc.) is one where all 
people (students, staff, faculty, and all IU 
Community members) are treated fairly and 
difference is acknowledged and valued. It is 
also one that is characterized with open, civil 
communication and conflict is resolved with 
respect and cooperation.





Diversity, Equity, 
Inclusion & Belonging

• Define the differences between these 
terms.

• Know and share your institution’s 
definition.

• Talk about the variety of differences that 
are both visible and non-visible 
characteristics.  

• Identify and share similarities amongst 
team.





Sexual Harassment & 
Misconduct

• Understand the difference between: 
o Harassment 
o Misconduct 

• Know who is included in Protected Classes

• Know your institution’s policies related to Title 
IX and Sexual Misconduct
o Responsibility of Supervisors, Faculty and 

Administrators to report



Why is Confidentiality 
so Important?
Matters for legal and reputational reasons

• Personal information
• “Trade Secrets”
• Managerial Information

No Confidentiality = NO TRUST 
• Fear builds
• Accountability fails
• Morale & Motivation drops
• Teamwork and collaboration decreases

Sharing someone else’s story without their 
permission removes a person’s ability to consent.



Limits of 
Confidentiality

When is it our responsibility to violate confidentiality?  
When there is a credible belief that someone represents a 
threat to themselves or others or if required to do so by law.

What have you experienced?

What do you say?
Inform individual of your duty in that moment to break 
confidentiality and make clear the reporting process you feel 
obligated to follow.  

Never promise confidentiality up front!

If no clear ethical or legal reason to share, the most 
respectful action you can take is to keep the vault secure!

Practice cultivating trust by respecting someone’s 
experience as confidential: when in doubt, assume 
confidentiality.



Tips & Tools for Success

Think about current or past 
organizational challenges and be aware 

of Unconscious Bias    

Keep in mind that no matter what 
programs or guidelines are in 

place, people are TALKING

Teach people how to discuss 
APPROPRIATELY in the workplace







Topics being discussed at work…

• Race based organizations or movements
• Topic of ‘privilege’  
• Non-racist vs. anti-racist

Race and Racial Tensions

• Jokes, cursing, slang, sarcasm/tone, 
connotation

Language

• Current events, political stances, military 
support

Politics and the Military



Inclusive Conversation Tips

Inclusive communication should include 
information on:
• The societal context of the conversations & importance 

to the organization

• What you will do with the feedback from the 
conversations

• Why it’s okay for employees to engage in these 
conversations

• The fact that the conversation is uncomfortable for all 
parties. 

• What help and support is available for anyone who is 
challenged by the topics being discussed

Keep communications simple, honest and direct. 



Create Opportunities for 
Safe Space Conversations

Key attributes include the feeling of being free of:

• Judgement

• Minimization of experiences

• Consequences from expressing views

Key principles to follow:

• Acknowledge different perspectives

• Acknowledge fear and feelings of others

• Acknowledge discomfort for those involved

• Exercise humility and know when to pause

• Seek shared meaning
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/conversations-race-work#gref



Constructive 
confrontation 

with a learning 
mindset

• Clearly articulate the topic or issue and use non-
accusatory language.  

• Listen attentively and consider the other person’s 
point of view.  

• Be aware of peer-to-peer communications and 
influence.  Uses phrases like:
o You may or may not be aware…
o Help me to understand…
o Let me think about what you said…
o How is this productive to our work…
o How does this impact our relationship…

• Involve leadership immediately if unable to work 
through on own.

Being an active bystander means being aware of when 
someone's behavior is inappropriate or threatening and
choosing to challenge it. 



Post Conversation Tips:
• Share gratitude for those who took part and recognition of the emotional energy 

spent by everyone.

• Identify key themes of the learnings gained from the conversations.

• Connect conversations to university’s values and mission.

• Make a commitment to action as a result of your learnings.

• Communicate how you intend to keep the conversation going to learn from and 
hear the voices of protected class employees. 



Next Steps

• Respect differences

• Value each person’s 
contributions

• Build a sense of Belonging

• Ask to Self-Reflect on one 
critical take-away

• On notice for future 
Accountability

• Provide institutional 
resources



CONTACT 
INFORMATION: 

Jamie K. Gayer, PHR, SHRM-CP
• Assistant Vice President, Business 

Services
• Capital Planning & Facilities, 

Indiana University
• Tel: 812-856-0716
• jkgayer@iu.edu
• LinkedIn – Jamie Gayer

mailto:jkgayer@iu.edu
https://www.linkedin.com/in/jamie-gayer-b2abb0125/
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