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First they came for the communists,
and I did not speak out -
because I was not a communist;

Then they came for the socialists,
and I did not speak out -
because I was not a socialist;

Then they came for the trade unionists, and I did not speak out -
because I was not a trade unionist;

Then they came for the Jews,
and I did not speak out -
because I was not a Jew:;

Then they came for me -
and there was no one left
to speak out for me.

—Pastor Martin Niemuller
1945
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The Safe Zone Program

The Safe Zone Program is based on the commitment of UA faculty, staff, and students to the value of cultural diversity and the needs of

lesbian/gay/bisexual/transgender/queer (LGBTQ) students, faculty and staff. U A 5 A F E Z O N E

Mission and Purpose

The University of Alabama Safe Zone members are committed to providing an environment in which every student
and employee is free to thrive on an academic, professional and personal level within a community that is based on
respect and dignity. We ar e p ppoatiuturaldiversity il évay way u |
possible. The Safe Zone Program sends a message that sexual orientations and gender presentations are part of our
culture and are acknowledged and supported. The Safe Zone Program provides a visible network of volunteers for
lesbian, gay, bisexual, transgender, queer and other individuals seeking information and assistance regarding sexual

otientation, gender identity, harassment, and/or discrimination.

History of Safe Zone Programs

—This is the mission of the Shasddéiverdnotiigng fogrOn d@ighdd to indeasewaendsOand ikndvdedst of, y U n
and sensitivity to, important issues affecting LGBTQ students, faculty, and staff . . . Although the origin of Safe Zone is unclear, hundreds of universities, as

well as community mental health centers and businesses, now offer Safe Zone programs. Whatever their content differences, all Safe Zone projects are united

in philosophy and in the adoption of a Safe Zone symbol to visibly affirm the acceptance of LGBTQ people and to inform members of the LGBTQ

community, or individuals who may be questioning their sexuality or struggling with other LGBTQ issues, who is available, open, and safe to talk with about
their concerns. Il (Finkel, Storaasli, Bandel e, &  Slen degai vl studen?s. 0TS ) .
students, Eli Strong and Amanda Schuber, started the original Safe Zone Program in the spring of 2002. The current Safe Zone Program is run collaboratively

by a committee of faculty, staff, and students on The University of Alabama campus. The current program was developed in the summer of 2007.

Volunteer Participation
Participation in the Safe Zone program is voluntary. The Safe Zone Program makes no assumptions regarding the reasons people choose not to participate.
Publicity about the program clearly describes volunteers as persons who have chosen to be identified and available as resources to offer confidential support,

respect, assistance, and accurate information related to LGBTQ issues and concerns.

Guiding Assumptions
All learning and work environments should be safe and free of discrimination, prejudice and harassment. It is possible to adhere to individual moral and ethical
perspectives and religious beliefs while behaving in ways that are respectful of all people.

Goals

Based on our commitment to the value of diversity, the following goals have been established for the Safe Zone Program:

e To educate Safe Zone volunteers regarding LGBTQ needs and concerns to include the following: a) support for LGBTQ individuals; b) increased
awareness of the issues facing LGBTQ individuals; c) referral process specific to the needs of LGBTQ individuals; and d) increased visibility for
LGBTQ individuals and concerns on campus

e  To foster a university climate where every individual has the right to be treated with dignity, respect, and self worth including a) publicity for Safe
Zone Program mission and goals; b) promotion and advocacy for safe environments respectful of all individuals; and ¢) education of students,
faculty, and staff regarding sexual harassment and discrimination policies

e To provide ongoing support and in-service training to Safe Zone volunteers

e To work collaboratively with other diversity groups on campus

e  To provide educational materials/programming regarding LGBTQ needs and concerns

UA Safe Zone Committee

Renee Wells: Department of English r-r-wells@bama.ua.edu
Josh Burford: Student Involvement and Leadership burfo003@sa.ua.edu
Misha Drlikova: College of Continuing Studies misha@ua.edu

Lucy Curzon: Department of Art and Art History leurzon@bama.ua.edu
Jessi Hitchin: Women' s Resour ce Cent e rihitchins@saua.edu
Amanda Wallace: Housing and Residential Communities awallace@sa.ua.edu
Jimmy Hubbard: Housing and Residential Communities jhubbard@sa.ua.edu
Mary Thornton: Housing and Residential Communities mthorn028@sa.ua.edu
Jeff Guenther: Modern Languages and Classics jpguenther@bama.ua.edu
Aaron Smock: Department of English acsmock@crimson.ua.edu
Maigen Sullivan: Department of Gender and Race Studies mmgreen]@ctimson.ua.edu

Chris Chirino: New College crchitino@crimson.ua.edu



Symbols of Pride

Stonewall and Pride Celebrations

On June 28, 1969, a raid on the Stonewall Bar on Christopher Street in NYC turned into a riot when patrons resisted. The patrons barricaded themselves
inside the bar. The riot escalated until reinforcements arrived. The riots continued for several evenings. This rebellion, begun by drag queens and bar patrons,
marked the beginning of the modern gay and lesbian movement. Each June, Pride marches, rallies, and celebrations are held throughout the nation

commemorating Stonewall.

The HRC Equality Logo

Anot her symbol growing in popularity is the equalitd | og
lesbian organization. As a bi-partisan organization, HRC works to advance equality through the lobbying of Congtess. The HRC logo

has become the new symbol for LGBTQ equality for many members and friends of our community. The symbol stands for a vision in
which American gays and | esbians are ensured their basic

The Pink Triangle
The pink triangle is one of the more popular and widely-recognized symbols for the gay community. The pink triangle reminds us of
that befell the LGBTQ community during WWIIL. Although LGBTQ persons were only one of the many groups

the tragedies

targeted for extermination by the Nazi regime, they were unfortunately the group that history often excludes. Each prisoner in

the concentration camps wore a colored inverted triangle to designate their reason for incarceration. The pink triangle was for LGBTQ

persons. In the 1970s, gay liberation groups resutrected the pink triangle as a popular symbol for the gay rights movement. Not only is
the symbol easily recognized, but it draws attention to oppression and persecution—then and now. In the 1980s, ACT-UP (AIDS Coalition
To UnleashPower)be gan using the pink triangle in their message —Sgohmieemce =

never allow another Holocaust to happen again.

The Rainbow Flag

The rainbow flag has become the easily-recognized colors of pride for the gay community. Use of the rainbow flag by the gay

community began in 1978 when it first appeared in the San Francisco Gay and Lesbian Freedom Day Parade. The rainbow flag was

created by Gilbert Baker and originally had eight colors, all of which were assigned a meaning by Baker. He dyed and sewed the first

one with his own hands. However, when he approached a f
was not available commercially. So, the flag had to be reduced to seven colors. (Pink to stand for sexuality. Red to stand for life.

Orange to stand for healing. Yellow to stand for the sun. Green to stand for nature. Blue to stand for art. Indigo to stand for

harmony. And violet to stand for spirit.)

Double Woman Symbol
Al so known as —the mirror of Venus, I this symbol repre

symbol represents woman loving woman.

Double Man Symbol
This symbol is derived from the astrological symbol of Mars. Mars was the Greek God of War and patron of warriors. The double man symbol represents

man loving man.

Transgender Symbol
It links the internationally accepted symbols for male and female together with a new entity, which is a combination of the two, and which we
call transgender. The symbol includes everyone, excluding none. The circle is a symbol of wholeness, and represents the wholeness of a

society which includes the transgender.

The Lambda
Chosen by the Gay Activist Alliance in 1970 as t hbkgwshthmb ol
lambda was carried by a regiment of ancient Greek warriors who were accompanied in battle by their young male lovers and noted for their

fierceness and willingness to fight to the death.

Red Ribbons for Remembering

The red ribbon is commonly seen as a symbol of solidarity and a commitment to the fight against AIDS. This symbol was conceived in 1991 by Visual AIDS,

a New York-based charity group of art professionals that aims to recognize and honor friends and colleagues who have died or are dying of AIDS. Inspired by

the symbols honoring Americanso | di er s of the Persian Gul f War , this particul-adt col
only anger, but | ove, Il i ke a valentine, Il as stated by Frank Moore



LGBTQ Glossary of Terms

Ally: A non-lesbian, gay man or bisexual whose attitudes and behaviors are anti-heterosexist in
perspective and who works towards combating homophobia and heterosexism, both on a

personal and institutional level.

Bicurious: A curiosity about sexual relations with a member of the same gender. A person who

contemplates a sexual interest in both sexes.

Bisexual: Person with emotional and sexual attraction to both men and women, not necessarily at

the same time or to the same extent.
Closeted: Hi d i shaforieattidr.’ s s e

Coming Out: Process of recognizing and acknowledging to oneself non-heterosexual orientation

and then disclosing it to others. Generally occurs is stages and is a non-linear process.

Cross dresser: Formerly called transvestites. Typically men (mostly heterosexual) who sometimes

wear opposite-gender clothing for personal reasons. There are some women who cross-dress also.

Dyke: Originally used as disparaging term for a lesbian. A disparaging term for a woman, most
often for a feminist; most often used as a personal attack. Within recent years some women who

openly identifying as lesbians have begun using the word politically in order to remove the

negative connotation from it.
Family of Choice: Per sons f or mi nsgsocal Buppbrthdwiork, bftdnfufilling the fuictiod of blood relatives. Many gay persons are rejected

when families learn of their sexual orientation, while others may remain closeted to biological relatives. In such cases, it is the family of choice who will be

called upon in times of illness or personal crisis.

Family of Origin: Bi ological family or the family in which one was raised.
Gay: Common word for men with emotional and sexual attraction to other men, but often used in reference to both genders.

Gay/Lesbian Baiting: Any attempt to control a petrson by accusing them of being gay or lesbian because their behavior is not acceptable.

Gender Identity: One' s psychol ogical sense of oneself as a male or female.

Gender Roles: Socially constructed and culturally specific behaviors and appearance expectations imposed on men and women.

Gender Variant: Thos e who ¢ an' dnfort fo sodetnl@edsr @ormA Bsbciatdd @ith their physical sex.

Genderqueer: A gender queer person is someone who identifies as abofpernder
some combination thereof. In relation to the gender binary (the view that there are only two genders), genderqueer people generally identify as more
—both/ andl or —meither/nor, I rather than —either / aérsodsideStoramendgender

woman, some see it as a term encompassing all gender identities outside of the gender binary, some believe it encompasses binary genders among others, some
may identify as a-gender and some see it as a third gender in addition to the traditional two. The commonality is that all genderqueer people reject the notion
that there are only two genders in the world. The term genderqueer is also occasionally used more broadly as an adjective to refer to people who are in some

way gender-transgressive, and could have any gender identity.
Hate Crime: Any act of intimidation, harassment, physical force or threat of physical force directed against any person, or their property, motivated either in
whole or in part by hostility to their real or perceived race, ethnic background, religious belief, sex, age, disability, or sexual orientation, with the intention of

causing fear or intimidation, or to deter the free exercise or enjoyment of any rights or privileges secured by the Constitution or the laws of that state.

Heterosexism: Institutionalized assumption that everyone is heterosexual and that heterosexuality is inherently superior to and preferable to homosexuality or
bisexuality.

Heterosexual: Person with emotional and sexual attraction to persons of the opposite gender.

Homophobia: Irrational fear or hatred of, aversion to, or discrimination against homosexuals or homosexual behavior.



Homosexual: Person with emotional and sexual attraction to persons of the same gender.

Inclusive Language: Use of gender non-specific language to avoid imposing the limiting assumption of heterosexuality and to present an open social climate

for non-heterosexuals.
Internalized Homophobia: Expetience of shame, avetsion,orself-h at r ed i n r e a ¢ taktrictibn for ©omednd & thesamésex.e | i ngs o0

Intersexed: Formetly called hermaphrodites. People born with chromosomal and/or physiological anomalies, and/or ambiguous genitalia. Many ate surgically
—normalizedl by their p@&dex@hrdspdnseinadnlthoedn can result in the | ac

Lesbian: Woman with emotional and sexual attraction to persons of the same gender.
LGBTQ: Acronym for Gay, Lesbian, Bisexual, Transgender, and Queer. Sometimes shown as GLBT.
MTF and FTM: People categorized by gender vector male-to-female or female-to-male as they transition.

Outingg The process by which an individual

as a hostile act because the individual is not able to make that decision for him/herself.

s sexual or i eniigendrallyéhtughiof C 0T

Pansexual: One who exhibits or suggests a sexuality that has many different forms, objects, and outlets. One who exhibits many forms of sexual expression.
Pansexual is a broader term than bisexual because it includes not only loving both men and women but also transgendered people and gender-fluid people

who do not feel they fit into categories of male or female.

Often used inclusive

regardless of sexual orientation.

Partner: Primary domestic partner or spousal relationship among same-g e n d e r

coupl es.
v i |

Queer: A term that has historically been used
as a derogatory term for LGBTQ persons.
More recently some LGBTQ persons have
reclaimed the word to express inclusiveness and
pride in the LGBTQ community.

Safe Space: A place where gay, lesbian and
bisexual individuals feel comfortable and secure
in being who they are. In this place, they can
talk about the people with whom they are
involved without fear of being criticized, judged
or ridiculed. It is representative of a move for
gay, lesbian and bisexual rights; but rather than
being geared toward political rights, it is
focused toward the right to be comfortable in

one‘s |iving space, wor
“4 focused toward the right to use the pronoun of
a significant other in conversation, and the right to be as outwa

Sexual Orientation: An enduring emotional, romantic, or sexual attraction that a person feels toward another person. Sexual orientation falls along a

continuum.
Sex Identity: The sex that a person sees him- or herself as. This can include refusing to label oneself.

Two-Spirited: A term for third-gender people who are among many Native American and Canadian First Nations tribes. It usually implies a masculine spirit
and a feminine spirit living in the same body. It is also used by gay, lesbian, bisexual, transgender, and intersex Native Americans to describe themselves. Two-
Spirited people have distinct gender and social roles in their tribes. Some are counselors while others are medicine persons or spiritual functionaries. They

study skills including storytelling, theater, magic, hypnotism, healing, herbal medicine, ventriloquism, singing, music and dance.



Cultural Climate




Detining Homophobia and Heterosexism

Homophobia: The fear, hatred, disgust, mistreatment, or
intolerance of same-S € X i nt i macy, r el
gender behavior, and/ ot people who identify as or are
perceived as LGBTQ.

Heterosexism: The belief in the inherent superiotity and/or
—normalcyll of heterosexua
dominance. Carries with it the assumption that everyone

one meets is heterosexual.

Homophobia refers to the many ways in which people are
oppressed on the basis of sexual orientation. Sometimes
homophobia is intentional, where there is a clear intent to
hurt LGBTQ persons. Homophobia can also be
unintentional.

There are four distinct but interrelated types of

homophobia: personal, interpersonal, institutional, and cultural. Institutional and cultural homophobia are often referred to as heterosexism.

Personal homophobia is prejudice. It is the personal belief that lesbian, gay, and bisexual people are sinful, immoral, sick, inferior to heterosexuals, or
incomplete women and men. Prejudice towards any group is learned behavior; people have to be taught to be prejudiced.

Personal homophobia is sometimes experienced asthef ear of being perceived as LGBTQ. This fear
Anyone, regardless of their sexual orientation, can experience personal homophobia. When this happens with lesbians, gay, and bisexual people, it is
sometime s cal l ed —i nternalized homophobia.

Interpersonal homophobia is the fear, dislike, or hatred of people believed to be LGBTQ. This hatred or dislike may be expressed by name-calling, verbal or
physical harassment, individual acts of disctimination ot by the rejection of friends, co-wotkers, and/or family members.

LGBTQ-i denti fied persons are regularly attacked f or n oarsof LEGBEFQ pettos@mw s 0 N
non-violent, more commonplace ways. Relatives often shun their LGBTQ-identified family members; co-workers are distant and cold to LGBTQ-identified
empl oyees; or people simply never ask about acquaintances’ Il i ves.

Institutional homophobia refers to the many ways in which government, businesses, religious institutions, and other institutions and organizations discriminate
against people on the basis of sexual orientation. These organizations and institutions set policies, allocate resources, and maintain both written and unwritten

standards for the behavior of their members in ways that discriminate.

For example, many religious organizations have stated policies against LGBTQ-identified persons holding offices; many schools fail or refuse to allocate funds
and staff for LGBTQ support groups; and many businesses have norms for social events which prevent LGBTQ-identified employees from bringing their
partners while heterosexual employees bring theirs.

Cultural homophobia refers to social standards and norms that dictate that being heterosexual is better or more moral than being LGBTQ, and that everyone

is heterosexual or should be. While these standards are not written down as such, they are spelled out each day in the television shows and print

advertisements where virtually every character is heterosexual and every sexual relationship involves a female and a male; or in the assumption made by most
adults in social situations that all —normall children will event

Often, heterosexualsd on * t real i ze t hat t h-&latied petsoasnrdaautelflasare 8fxhe stutdards. Thbféclngethat ke BIB if dQe

of being an outsider in society.



Findings: A Pervasive Climate of Hate
Most of the statistics with regard to LGBTQ issues today continue to reflect the abuse and torture that a queer adolescent endures on an almost daily basis.
According to the Gay, Lesbian, and Straight Education Network (GLSEN 2007),
e 73.6 % of LGBTQ students reported hearing homophobic rematks,su ¢ h as —f aggot , | —dykel or the

often;

e 806.2% of LGBTQ students reported being verbally harassed because of their sexual orientation;

e (6.5% of LGBTQ students reported being verbally harassed because of their gender expression;

e 60.8% of LGBTQ students reported feeling unsafe at their school because of their sexual orientation.

e 806.2% of students reported being verbally

e 31.7% of LGBTQ students missed a class because of feeling unsafe, compared to only 5.5% of a national sample of secondary school students.

e 32.7% of LGBT students missed a day of school because of feeling unsafe, compared to only 4.5% of a national sample of secondary school
students.

e 82.4% of LGBTQ students reported that faculty or staff never intervened or intervened only some of the time when present and homophobic

remarks were made

Being a teenager or young adult is not easy for anyone, but with the added pressute of abuse by homophobic individuals, it can be unbearable (Blasius, 2001).

The Climate Transgender People Face

Based on interviews conducted with 6,450 transgender individuals from all 50 states:
e 97% of individuals surveyed indicated mistreatment at work because they are transgender
e 45% reported being referred to by the wrong pronoun repeatedly and on purpose
e  21% were not able to work out a suitable bathroom situation
e 32% were forced to present in the wrong gender to keep their jobs

e 20% were fired because of their gender expression or identity

National Center for Transgender Equality and the National Gay and Lesbian Task Force. National Transgender Discrimination Study: Preliminary Findings.
Washington, D.C.: November 2009.
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Understanding LGBTQ Students
Profile of a —Typicall College Student

Most college students can be expected to be dealing with the following concerns:
e  Establishing identity — both self-identity and in relation to others
e  Separating from parents and developing independence
e Developing sense of responsibility and ownership of decisions
e Developing intellectual, physical, and interpersonal competence
e  Managing emotions
e Developing mature interpersonal relationships
e  Developing a sense of purpose, including vocational goals and lifestyle choices

e Developing integrity by understanding their values, beliefs, and behaviors

Challenges to Developing a Positive LGBTQ Identity
Identity Development
e Feel I ike they have to |Iie and pretend or
e  Feel panic about being found out
e Feel like a coward for being dishonest
e Think that they are the —only onesl
e Think that something is wrong with them

e Struggle with religious beliefs

e Face a background of pervasive institutionalized homophobia and heterosexism that can make establishing a positive LGBTQ identity difficult
because of the lack of positive role models (within families, communities, schools, media, and society as a whole); the lack of support and
affirmation for same-gender relationships; the lack of positive history and shared culture for LGBTQ-identified youth

Relationship Development
e Lack of socially supported venues for LGBTQ youth to interact.
e Lack of normal experience of teen dating and social interaction has long-range significance
e Dangers of trying to find romantic partners within normal social contexts due to gay bashing, forced outings, and harassment

e  Missing many of the wonderful, typical, social-developmental milestones and being able to share them with family and friends

Rejection
e By self —Internalized homophobia can subtly influence life choices in negative and self-destructive ways
e Byfriendsand family—Even t hose closest to students may express anger ofr
e By society/culture — Open devaluing, discrimination, and even violence toward gays has often been accepted in our society, including at high-

schools and on college campuses

Misinformation
e  Distorted images, stereotypes, and inaccurate information perpetuated by the news media, some politicians, some churches, television & films
e  Shortage of responsible research

e Lack of accurate information available in many schools and libraries

Denial of Basic Civil Rights
e  Itislegal in all but twelve states and the District of Columbia to fire someone just because he or she is gay
e Housing discrimination against LGBTQ-identified persons is legal in most states
e Mississippi and two other states legally prohibit LGBTQ-identified persons from adopting

Academic and Professional Discrimination
e Face the loss of living space due to rejection by roommate(s)
e Face the loss of financial support due to rejection by family
e Face discrimination by professors (grade slant based on paper topics or perceived LGBTQ orientation of student)
e  Face discrimination during hiring or face the loss of current employment

. Face discrimination from professional groups/organizations

Handout by Angela M. Stowe, PhD, the University of Alabama at Birmingham, Disability Support Services (Adapted)



Understanding Bisexuality

As the Kinsey and Klein scales demonstrate, Ssexual ity runs along a continuum. It is not st
and it varies infinitely among people. We cannot fit our sexuality into nice neat categories that determine who and what we are. Bisexuality exists at many

points along the sexual continuum.

Myth
e People who consider themselves bisexual are just cabyhdnussweldr or
heterosexual.
e People who consider themselves bisexual ate really heterosexual, but are experimenting.
e People who consider themselves bisexual esadd@énisi@dcdmih@oltbfyhecloets bi an/
e  Bisexuals are shallow and narcissistic and are promiscuous swingers who are attracted to every woman and man they meet.
e  Bisexuals get the best of both worlds and a doubled chance for a date on Saturday night.
e  Bisexuals are desperately unhappy, endlessly seeking some kind of peace which they cannot ever find.
e  Bisexuals are responsible for spreading AIDS into the heterosexual community.

e  Bisexuals are incapable of being involved in monogamous relationships.

Reality
e Some people go through a transitional period of identifying as bisexual before coming out as lesbian or gay. Others may explore same-sex attraction
and relationships and then assume a heterosexual identity. For others, bisexuality remains a long-term orientation. For some bisexual people, same-

sex attractions were a transitional phase to coming out as bisexual.

e Whether an individual 1is an —e x p ehbwofiddefintsihith @ heBe.t er osexual I or a
e  Bisexuality is a legitimate sexual orientation. Many bisexuals are completely out of the closet as bisexuals, while others continue to hide their identity.
e The —sexll in bisexuality gets over emph as ithereethalitiesBOursi8titelprajdcts opte o p | e

bisexuals its fascination with and condemnation of sex and pleasure. In reality, bisexuals are just like everyone else.

e Combine our society's extreme het er 0 SdmcteptbistkuaR iAtdtheid cOnimanfyhasdlc might wi t
be more accurate to say that bisexuals get the worst of both worlds.

e Like lesbians and gays who have been told that they will live awful lives, bisexuals often respond that much of the pain they experience comes from
oppression.

e AIDS can be spread by anyone, to anyone if safe sex is not practiced. Bisexuality is not the problem behind the spread of AIDS; unsafe sex is.

e  Like anyone else, bisexuals commit to long-term relationships.

Thinking Beyond Binaries

e Myth#1—Sexual ity is a binary concept: people are either —straigtl
e Fact—There are not two distinct and opposite ways of expressing sexuality. People can be attracted to individuals who express a wide range of
genders, and that attraction can be experienced in a variety of ways.

. Goal—Think of sexuality not as an either/or but as a continuum with sexualities positioned from one end of the continuum to the other.

° Myth #2—Sexuality is a fixed concept: people are attracted to the same gender their entire lives.
e Fact—Peopl e’ s attr act iivesand thefr dende oftthuiraobn8exuslity dani carge otderhtiel 1

e Goal—Think of sexuality not as static but as moving along a continuum.

e Myth#3—Gender is a binary concept: people are either —malel or -
e  Fact—There are not two distinct and opposite ways of expressing gender. People express gender in a wide variety of ways.

e  Goal—Think of gender not as an either/or but as a continuum with genders positioned from one end of the continuum to the other.

e Myth #4—Gender is a fixed concept: people always express their gender in the same way.
e  Fact—People can vary the way they express their gender over the course of their lifetime, or even during the course of one day.

e Goal—Think of gender not as static but as fluid along a continuum.



Connecting Constructs

Gender

Sex Sexuality
Sex: This category is for what is actually in your pants. This can be something assigned at birth, something chosen, or something else entirely.

Gender: This is what kind of pants you are wearing. These change over time with expetience, choice, peer group, and preference. This also includes how
other people view your pants and the attributes they give to them.

Sexuality: This is whose pants you would like to get into. This can change over time, be a solid category, or be something more flexible.

People often conflate gender identity or expression with sexual orientation. These are two very different things.

Understanding Gender

Gender Assignment: This is the sex/gender that is assigned to a child at birth (often before a child is even born).
Gender Identity: This is the gender that an individual self-identifies as. This may or may not have anything todowitht he i ndi vi dual *s as:

Gender Expression: This refers to the myriad ways in which people express their gender and includes behavior, clothing, mannerisms, hair styles, attitude, etc.
I't is important to appreciate that not everyone"' dgrgefdér.8@Snspeoplsaeg e e c h,
unawate of or would disagree with the way in which other people —t e a d I 't h e i r (seg @edder AttribuoX.pr e s si on

Gender Attribution: This is the process by which an observer decides which gender they believe another person to be.
Understanding Transgender

How the Needs of Transgender Might Differ from LGB

They may identify as heterosexual, so they may not be dealing with issues of sexuality. However, depending on how they sexually identify, transgender people
may face discrimination from both heterosexuals and LGB people.

They may experience more verbal and physical attacks than most LGB people if they cross-d r e ss or ot her wi se —l ook gende

They are generally less accepted in society than LGB people, in large part due to ignorance. There is little understanding of transgender lives; they are not
visible in popular culture beyond stereotypes and almost no research has been done on their experiences.

They sometimes experience a lack of acceptance and support from the LGB community.

As a result of the lack of acceptance and support in the dominant culture and in the LGB community, they often lack a strong community and positive role
models or images. Consequently, transpeople, especially trans youth, may feel isolated and marginalized.

Transpeople may want to remain closeted because of the legitimate fear of how they will be treated by their professors, employers, co-workers, friends, and
others in their field.

Transpeople often have a hard time finding medical help that is knowledgeable and understanding concerning transgender issues.

If transitioning, they will need to change their identification as well as other records and documents. Keep in mind that different states and institutions have
different rules about when and if these changes are possible.

They ate especially vulnerable to attack, harassment, and/or embarrassment when trying to use the gender-appropriate bathroom.

Transpeople often have others refer to them as a gender different than the one with which they wish to identify or insist on calling them by their given name
even though they have changed it.

Beemyn, B. (2003, Fall). Serving the needs of transgender college students. Journal of Gay and Lesbian Issues in Education,1, 33-50.



Health Care, Social Services, and Transgender People: Helpful Tips

Outing: Remember that revealing the transgender status of any transgender person without his or her expressed permission has the same potential for harm as
outing a gay man, lesbian, or bisexual man or woman. Outing is an invasion of privacy.

Appearance: Do not assume that someone who appearstobecrosss-d r essed i s a —tr ansyves tdnetingheidpresdntin@gbnde e r s «
or they may intend to do so in the future.

UsageTips: | hst ead of the stigmat idissefogFemaltGroasds essteirt é fll i tses Male@doGotedians t
to do so.

Transgender Woman is appropriate for Male-To-Female persons.

Transgender Man is appropriate for Female-to-Male persons.

Transgender Person is appropriate for someone of either above types.

Transgender People is appropriate for mixed groups.

Living Status: If a transgender person is living full-time in a gender not associated with their birth sex, that person should be referred to at all times with terms
appropriate to their presenting gender, regardless of their surgical status or body state (see below).

Surgical Status: Almost all transsexuals — pre-operative, post-operative or non-operative —and many transgender people are extremely sensitive about their
surgical status and/or their body"' s predislly necassary, 8ktd&ety eensitiv€yUMr8otet, thisn S  a b o
information should be considered confidential and should not be shared with others unless it is medically necessary.

Pronouns and Possessive Adjectives: It is extremely offensive to refer to transgender persons using pronouns and possessive adjectives that refer to their birth

SEX.

Avoid Aspersion by Using Quotation Marks: Never put pronouns or possessive adjectives of transgender persons in quotes. Never put their sexual
orientations or genitalia in quotes.

Issues in which Transgender People Face Discrimination and Harassment

Safely Attending School

Various issues come up for transgender student s piesBthe@seviescofsBténtdy @ith‘ S p
their gender identity, to be treated fairly in classes, and to use the restroom facilities that match their gender identity and gender presentation. Problems also

arise because transgender students are often harassed by school officials when they present themselves consistently with their gender identity. There have even

been situations in which school officials have failed to protect transgender students from the bias of other students, even when they know it to be a dangerous

situation.

Finding and Keeping Jobs

Unemployment and under-employment are huge issues for transgender people—and particularly for transsexual people who often lose their jobs during or
after their gender transitions. Transgender people who transition after working somewhere for an extended period of time often encounter blatant
discrimination from people who do not understand or accept them. Later, when looking for a new job, they may run into the same trouble with potential new
empl oyers who frinditiehedQ\tldast ohelndivie tratisdengey peoplesurvieyed report experiencing employment discrimination. In six
studies conducted between 1996 and 2006, 20 to 57 percent of transgender respondents said they experienced employment discrimination, including being
fired, denied a promotion or harassed. Though even more difficult to measure, transgender people also face incredible batriers as job applicants.

Locating Housing and Public Accommodations
Discrimination in housing and places of public accommodation is also a large problem for transgender people. While a transgender person is in the process of
transitioning, he or she may be evicted, or forced to leave home because a family member does not understand or accept the process. Landlords may not want

to rent to a transgender person. The results can lead to homelessness and the additional problem of discrimination in sex-segregated homeless shelters.

Receiving Access to Businesses and Services
Access to businesses and services can also be a problem for transgender people. The owners, managers, or employees of stores, restaurants, and bars, for
exampl e, may ask transgender people to | eave so0 ftrdusgeyder homérst ups et

Using Public Restrooms
Although using public restrooms can be uncomfortable for many people, most people take reasonable access to restroom facilities for granted. However,

transgendet people often face the additional burden of being confronted or questioned aboutwhi ch gender ' s restroom they
public restrooms can make the everyday | ives of tri@®msagfeendder peopl
uncomfortable using the female restroom in her work area that she might plan her entire day-

such as when to take meals, when and how much to drink—



around using a more private restroom further away, or perhaps even in another building. Such distractions and mental effort around as basic a physiological
needas using a restroom is unnecessary and hurts employees" product

Obtaining Health Care

Regular medical care by an informed, sensitive physician is central to the lives of many transgender people, especially transitioning transsexuals. Most
transsexuals undergo hormone therapy and/or sex-reassignment surgery. Both procedures have potential complications and associated risks. It is thus
imperative that they be supervised by a physician familiar with transgender care. Too often, transgender people, especially those with low incomes, obtain
unprescribed hormones that may not have sufficient medical safeguards. Due to discrimination, both in health insurance and in access to basic care, it is
difficult for many transgender people to get appropriate treatment. The exclusion of transsexualism from health insurance policies is a setious problem that
exists nationwide. Coverage is usually explicitly excluded for treatment related to transsexualism, even though the claim would be paid if the exact same
treatment or procedure were utilized for some other medical reason. For example, testosterone therapy will be paid for by insurance policies if a non-
transgender man has a low level of the hormone, but a transsexual man who uses the same hormone as part of his medically supervised gender transition
would not be covered. As a result, transgender people must often pay out-of-pocket—for lifelong needs, such as hormone therapy, or for expensive one-time
costs, such as sex-reassignment surgery—even when medical experts deem them necessary. Transgender people may also face discrimination from medical
professionals in the provision of basic health care. Doctors who are ignorant of or hostile to transgender people may fail to ask the right questions when seeing
a patient about medical issues seemingly unrelated to any treatment of transsexualism. Some physicians are unwilling to see transgender patients at all,

expressing a fear that their presence in the waiting room may disturb other patients.

Securing Legal Documents Consistent with their Gender Identity

Obtaining a legal change of sex and new identity documents are critical for many transsexual people. When people undergo a gender transition, they may need

to get birth certificates, passports, Soci al Stwitioh Othepvisectiryrcad s, dr i v
encounter problems, invasive questions and even discrimination and violence when traveling, and any other time it is necessary to present identification. This is
especially important in an era of heightened security concerns, as even minor inconsistenciesbe t ween a transgender person’‘ ¢

documents and travel information could unfairly label him or her as a security risk.

Staying Safe in their Homes and Communities

Hate violence against transgender people appears to be epidemic, with hardly a month going by without another story of a transgender person who was beaten
up, raped or killed. Furthermore, there is no way to know for certain how many hate crimes are committed against transgender people because statistics are not
collected on these incidents of violence. Crimes against transgender people are under-investigated and under-prosecuted by local, state and federal law
enforcement officials. This seems to be particularly true for especially marginalized transgender people, such as those who are poor, young, immigrants, or

people of color.

Having their Relationships Respected and Protected
Transgender people must also struggle with having their relationships respected and protected, especially in relationships where one of the partners has
transitioned. In some cases, a marriage where one person has changed gender has been found to be a marriage between a same-sex couple and, therefore,

impermissible under state law.

Maintaining Parental Rights

Transgender parents face tremendous discrimination and bias, particularly in custody and visitation cases. Judges may place restrictions on parental access or
even go so far as to terminate a transgender p e lindudefrinsgendpr paftnerdntaya | ri
face hostility and even legal impediments when trying to adopt children. If a transgender individual is legally considered to be of the same sex as his or her

partner, state laws barring gay and lesbian individuals or unmarried couples from adopting may be applied.

Being Treated Fairly and Humanely in the Criminal Justice System

Because housing and employment discrimination leave many transgender people with few income-generating options, some turn to sex work or other
criminalized activities. Transgender people may also be the target of harassment and selective prosecution by law enforcement. As a result, the transgender
community tends to be overrepresented in the criminal justice system. The first problem transgender people face upon incarceration is the segregation of
prison facilities by sex. It is left to individual prison officials to decide with which sex a transgender inmate should be housed. More often than not, this
decision is based on the assigned sex at birth. For example, a male-to-female transsexual who has undergone hormone therapy and sex-reassignment surgery
may nonetheless be placed with an all-male prison population. Such misassignment can lead to the serious problem of hate violence against transgender
inmat es. Prisoners who do not conform to the gend e rcaliokncenns sex@afassatilth e p
Bias on the part of correctional officials can range from simply looking the other way to actively participating in attacks on transgender prisoners. While many
facilities segregate transgender inmates to protect them from violence, the separation may not provide sufficient security, and it may also impose unfair
isolation and restrictions on transgender prisoners under the guise of safety. Another significant problem faced especially by transsexual prisoners involves
access to medical treatment. While most courts have found that hormone therapy must be continued at pre-incarceration levels, few correctional facilities will
readily allow a transgender inmate to begin such therapy after he or she is imprisoned. Furthermore, no prison system currently allows inmates to undergo
sexual reassignment surgery, which is critical to some transsexuals in successfully transitioning genders. Prison officials who may wish to provide adequate care

for transgender patients can also face hostility from legislators and the public.



The Transgender Umbrella

Transgender(often shortened to trans) is an umbrella term that refers to
people who experience and/or express their gender differently from

conventional or cultural expectations. Broadly speaking, anyone whose
T d identity, appearance, or behavior falls outside of conventional gender
ran S g e n er norms can be described as transgender. However, not everyone whose
appearance is gender-atypical will self-identify as transgender. Many

gender variant people are viewed as transgender by others but not by

< themselves.
2
27 .
&Q Q\\{\
*oﬂ ee} c}ocfﬂ & Androgyny is a term that refers to something that has no gender value or
(\&og ?}0‘? < that mixes masculine and feminine characteristics. The term androgynous
i e,’\\b FY is often used to refer to people whose appearance or build make
2 .. . .
6,90’“ - determining their gender difficult. Androgyny has also been used as a
S ,\(’b(\ \e‘e’e fashion statement, and some of the more common forms (such as women
o N

wearing men's trousers) ate not perceived as transgender. Many people
who self-identify as androgynous see themselves as genderqueer, gender

fluid, or entirely genderless.

Genderqueelis a term that refers to people who live outside of the gender norms of society by bending or breaking the rules of gender, blurring the

boundaries of gender, playing with or redefining gender, or refusing gender altogether.

Dragi s a term that r ef e rtisieadnemb@sefahg bpsitaddt rimaritptd perfrén Brienktertaip, ehdugh many drag
performances are meant as a political comment on or parody of the concept of gender. A drag queen is a biological male who dresses as female, and a drag
king is a biological female who dresses as mal e. oMbriddneyordekuialg per f o

orientation, many drag queens and kings identify as gay, lesbian, or bisexual. Drag performers may or may not identify as transgender.

Crossdressefis a term that refers to people who wear the clothing and/or accessories considered by society to correspond to the opposite sex. Unlike
transsexuals, cross-dressers typically do not seck to change their physical characteristics and/ot manner of expression permanently or desite to live full-time as

a gender different than their birth sex. Cross-dressers can be male or female and of any sexual orientation, though research shows that the majority of cross-
dressers are heterosexual men, and as many as 2-3% of biological males engage in cross-dressing on occasion. Cross-dressers vary in how completely they
cross-dress (from one article of clothing to fully cross-dressing) as well as in their motives for doing so. Some cross-dressers find it sexually appealing or

arousing, while others find it emotionally or psychologically fulfilling. Many cross-dressers wish to express more than one aspect of their personalities (both a
sense of masculinity and a sense of femininity) and they find the practice liberating in terms of expressing aspects of identity that would not otherwise be
acceptable within rigid gender-role expectations. Cross-dressers are oftent € f er r ed t 0 a shis teeh i§ dardBovy €n8 should netbe,udkd. b u t

Two-Spirit is a term used in some Native American cultures to refer to people whose gender identification includes both male and female and usually implies

a masculine spirit and a feminine spirit living in the same body. Two-Spirit is a contemporary term that references historical multiple-gender traditions in many

First Nations cultures. In many Nations, being Two-Spi ri t carri es both great respect annthundyddi ti C
Two-Spirit people have distinct gender and social roles in their tribes. Some are counselors while others are medicine persons or spiritual functionaries. Many

Native/First Nations people who are lesbian, gay, bisexual, transgender, intersex, or gender non-conforming identify as Two-Spirit.

Transsexualis a term that refers to people whose gender identity is different from their assigned sex at birth. Some, but not all, transsexuals wish to alter their
bodies to conform to their internal sense of gender. The term can also be used to describe people who, without undergoing medical treatment, identify and live
their lives full-time as a member of the gender different from their assigned sex at birth; non-medical methods of expressing gender identity include wearing
preferred-gender clothing and body-shaping garments, adjusting mannerisms and speech patterns, and asking friends and family to use preferred names and

pronouns. Transsexuals transitioning@rfrdmamalwe mem, fle marlde tehroe eo ft tr &
frequently referred to as —FTMsll or —transmen. I Caubidogch ialesersll ih mat e s
30,000 for biological females. Incon't r a st to the term —transgender, I —transsexuall is

not identify as transsexual. Unlike cross-dressers, drag kings or drag queens, transsexuals are people who generally live full time as a different gender than their
assigned sex at birth. Trrdaressdauveasthel aoe oftannresefriedt tohase —ther

Intersexis a term that refers to people who are born with sex chromosomes, external genitalia or internal reproductive systems that ate not considered
—standardll for either males or females. Some peopl ediffadn®s mhyOrndy nowi t h
be visibly apparent or known to the person. Some people are born with XY chromosomes but are unable to respond to testosterone and therefore develop

bodies with a vagina and breasts rather than a penis and testes. Some intersex conditions are known at the time of birth while others are not discovered until

later in life or not at all. Some intersex people identify as transgender while others do not. The existence of intersexuality shows that there are not just two

sexes and that our ways of thinking about sex (trying to force everyone to fit into either a male or female box) are socially constructed. Intersex people are
someti mes referred to as —hermaphrodites, Il but this term is consi



Transgender Pronouns

When dealing with transsexuals (or transgendered, or intersexed people), inquiring minds want to know:
How do I address you properly? What pronoun should I use?

The answer is astonishingly simple: Whatever the trans*person choses to call him-/her-
/hirself. The self-perception/felt gender identity of the individual comes first.

In most cases, that means one simply has to look for hints whether the person identifies as a
—hel or a —she.ll Whewnfeomé¢éendé MstFat ¢s an
male body, but femalegen d er i dentity, so you (e6to-Malteh

(FeM).

Additionally, if one identifies as transgender but does not by appearance seem to present a

certain gender, watch for given cues to which pronoun they prefer.

Again: how the individuals identify as outweighs everything else. To doubt their feelings and
question their gender is considered rude. Their gender identity is doubted and questioned by

society at |l arge on an al most daily ba you
What*'s with this —ze [/ hirl busine t he
Ze, zie, hir were created in an attempt to have a third set of gender-neutral pronouns. Some
people use them exclusively,; ot hgldt8andn som
have no information available to disce have
often preferred by people who don‘t id (or
not to use these pronouns at all.
|l mportant detail: Never use —it.Ill Never, ever. Alerdiymalfsf eansd vtehi ngs
them, —I don‘t regard you as a human being. |
I wanted to ask you earlier, but I worried it would be impolite. I thought it was better to not touch the subject at all.
Oftenti mes, this can be affirming instead of off en sihndrespecttdthee n s o me
transgender individual. It shows that you want to acknowledge them in the way that they self-identify, and that you want to avoid offending them. This is not
often considered rude.
Also, slips of the tongue happen. Changing pronouns takes some time getting used to, depending on the person and the circumstances. Some transgender
people won‘t mind if you accidentally slip up, and will simply co
But I asked another trans-person a similar question/several similar questions and he/she/ze seemed offended/annoyed/told me to do
some research first...?
This can happen. There are many reasons: Perhaps you were the 396th person to ask those questions. Perhaps you were strangers and they wondered why you
thought it was acceptable to ask them personal questions. Perhaps your wording was unfortunate. However, the important thing is to remain respectful and
not project this experience on further interactions with transgender people.
Additional Info:
It s important to remember that, detshpan et hteh eo nfea ctth esyo nweeornee arsasyi g ndeec
way. Thus, they may have lived large amounts of their life with very different experiences than cisgendered (people who identify with the gender they were
born with) people of the gendert hey i denti fy. For example, a transgender person‘ss e:
given gender.
Al so: Pl ease don‘t confuse gender identity w,iadbrienSt@ni—uteel can pebiexfualdaye n Cc e
|l esbian, hetero, or pansexual. So don‘t put gender and sexual ori

Adapted from Leander Mill‘'s Transgender FARQ.



Beyond LGBTQ: Understanding Intersectionality

e  Itisimportant to understand that LGBTQ students are not just lesbian, gay, bisexual, transgender, or queer. They also exist along a continuum of

races, religions, nationalities, ethnicities, abilities, social classes, etc.

e Understanding intersectionality means appreciating that categories of oppression (and privilege) do not act independently of one another. This

means that students often experience discrimination on multiple levels.

e |t is counterproductive to emphasi Zo&ovdr dhher Do fo teinfdrces@he idexof dackete v a n ¢
hierarchies of oppression, when all forms of oppression operate simultaneously. Doing so also allows for less social interaction/movement between

categories of oppression.

e The UA Safe Zone Program is designed to promote awareness, not to limit or privilege any aspect of identity.

Understanding the Coming Out Process

The term —comi n g-lomg,untgding, heeeif e@dings cyclicabprotesd & devleldpiiger positive identity as a gay, lesbian, bisexual, transgender
or queer person. For some people, the first recognition that one is LGBTQ comes very early, during the preschool years. For others it comes during eatly or
late adolescence; for others, it might not occur until middleag e or ol der . Whenever the pr oceslstfidpgegonhns,
meets someone new Oor encounters a new situation, lavgatk hf@ exgmple:st i on

Do I tell my new employer my partner is the same sex?

Do I remain silent when colleagues are discussing plans for weekends or holidays?

What do T (a lesbian) tell my physician when asked about my birth control methods?

What do I (gay male) tell my residence hall roommate when he tries to match me up with a girl he knows?

Stages or Phases of Coming Out

The process of —coming outl is cyclical and do oc
Awareness: becoming aware of persistent attraction to the same sex
Confusion, questioning:e X per i encing di ssonance between one's feelings anad s oc
isolation
Coming out, acceptance: defining oneself as LGBTQ and beginning to share this identity with at least a few other people, even in the face of possible
rejection by family, friends, employees, etc
Integrato::c ommi tting to one‘'s identity, increasing the shaenfdntipgt, of on

although an i mportant part, of one‘s total identity

Common Questions about Coming Out
What might gays/lesbians/bisexuals/ transgender individuals be afraid of?

Gossip, Harassment, Violence, Being thrown out of their families, Being thrown out of their house, Losing financial support, Losing their job

How might LGBTQ people feel about their coming out to someone?
Scared, Vulnerable, Relieved, Proud, Wondering how person will react

How might someone feel after a gay/lesbian/bisexual /transgender person comes out to him or her?
Scared, Shocked, Disbelieving, Uncomfortable, Supportive, Flattered, Honored, Angty, Disgusted, Not sure what to say, Not sure what to do next, Wondering
why the person came out

Why might LGBTQ individuals want to come out to friends/relatives?
End the —hiding gamel, Feel closer to those peopl d,heBe talleanetnd K eh



What 1t Means

to be
a Sate Zone Ally




An Ally‘s Promise
by Anthony].D* Angel o

I believe and strive for human righteousness.
I believe success is I challenge you
the freedom to be yourself. I challenge you
I believe nobody is wrong, to honor who you are.
they are only different. I challenge you to enjoy
I believe your circumstances your life rather then endure it.
don‘'t define you, 1 challenge you to create
rather they reveal you. the status quo rather than accept it.
I believe without a sense of cating, I challenge you to live
there can be no sense of community. in your imagination
I believe our minds are like parachutes. more than your memoty.
They only work if they are open. I challenge you to live
I believe we only live life once, your life as a revolution
but if we live it right, and not just a process of evolution.
one time is all we ‘| | need. I challenge you to ignore
I believe we must first get other people‘s ignoranc
along with ourselves so that you may discover your own wisdom.
before we can get along with others.
I will
T will seek to understand you. I promise you
I will label bottles, not people. I promise to do my patt.
I will grow antennas not horns. I promise to stand beside you.
T will see the diversity of our commonality. I promise to interrupt the world
I will see the commonality of our diversity. when its thinking becomes ignorant.
I will get to know who you are 1 promise to believe in you,
rather than what you are. even when you have lost faith in yourself.

I will transcend political correctness I am here for you.




Awareness | Agreement | Action

AWARENESS

Through the Safe Zone (SZ) training and continuing education programs, SZ volunteers become aware of the

UA SAFE ZONE

issues that gay, lesbian, bisexual, and transgender (LGBTQ) individuals encounter.

Some important aspects of LGBTQ awareness include:
Understanding the continual process of coming out to self and others
Social and political challenges LGBTQ people face at work, school, home, and in society
Understanding of circumstances whichc ont ri but e to LGBTQ student ¢
Risks and problems of being an LGBTQ faculty or staff member

Policies & procedures related to LGBTQ issues concerning disctimination and/or sexual harassment

AGREEMENT
As a SZ volunteer, you agree to provide a safe place for LGBTQ individuals to feel free to be themselves. SZ volunteers are individuals who are understanding

and supportive of LGBTQ and other students, faculty or staff seeking information and assistance regarding sexual orientation or gender expression.

ACTION
Responding as a SZ volunteer includes many avenues for possible action. Several pages of information are provided in the training manual which inform the

SZ volunteer about respectful behavior toward LGBTQ individuals, ways to create a campus that is accepting and supportive of LGBTQ individuals, and
responding as an ally of LGBTQ individuals.

There are many ways you, as a SZ volunteer, can put your agreement into action:

SUPPORT
Display your SZ sticker, attend LGBTQ events, encourage colleagues to participate in SZ training.

LISTENING
Many LGBTQ individuals may feel lost, confused, frustrated, angty, or alone. These individuals

need someone who can listen with understanding.

ADVOCACY
Adopt the attitude of ividddOcathe t© wiseeling absigtahcp y ou ?l when i nd
& support. Often, they will be able to best tell you what they need.

RESOURCES

Provide appropriate referrals and resources to students, faculty, and staff

OPENNESS REGARDING TOLERANCE
Be open about where you stand regarding LGBTQ issues

Remember ..not all LGBTQ individuals are the same a nbeamuid-réader, ybuijukleney n
to be willing to ask and listen.

Handout prepared by Angela M. Stowe, PhD, The University of Alabama at Birmingham, Disability Support Services

Understanding Homophobia: From Participation to Prevention

Every individual has different attitudes, feelings, and actions with respect to homophobia. It is important to appreciate  t hat peopl e’ s act i

according to circumstance and tend to fall along a continuum, from actively participating in to preventing homophobia.

Actively participating. This stage of response includes actions that directly perpetuate lesbian/gay and gender expression oppression. These actions include

|l aughing at or telling jokes that put down LGBTQ pt&mPpchlige pr feffigin bnd g f
engaging in verbal or physical harassment of lesbians, gays, or heterosexuals who do not conform to traditional sex-role behavior. This stage of response also

includes working for anti-gay legislation.



Denying or ignoring. This stage of response includes inaction that perpetuates lesbian, gay, or bisexual, or gender expression oppression coupled with an
unwillingness or inability to understand the effects of homophobic and heterosexist actions. This stage is characterizedbya—b usi ness as wusua
Though responses in this stage are not actively and directly homophobic or heterosexist, the passive acceptance of these actions by others serves to support

the system of oppression.

Recognizing, but no action. This stage of response is characterized by a recognition of homophobic or heterosexist actions and the harmful effects of these
actions. However, this recognition does not result in the action to interrupt the homophobic or heterosexist situation. Taking action is prevented by
homophobia or a lack of knowledge about specific actions to take. This stage of response is
accompanied by discomfort due to the lack of congruence between recognizing homophobia

or heterosexism yet failing to act on this recognition. An example of this stage of response is a
person heating a friendtell a —queer joke, Il recognizin
joke, but saying nothing to the friend about the joke.

Recognizing and interrupting. This stage of response includes not only recognizing
homophobic and heterosexist actions, but also taking action to stop them. Though the
response goes no further than stopping, this stage is often an important transition from
passively accepting homophobic or heterosexist actions to actively choosing antihomophobic
and anti-heterosexist actions. InthisSt age a person hearing a
and would tell the joke teller that jokes that put down any minority, including gays, are not ‘
funny. Another example would be a person who realized that s/he is avoiding an activity
because others might think s/he is lesbian, gay, bisexual ot transgender if s/he participates in

it, and then decides to participate.

Educating self. This stage of response includes taking action to learn more about LGBTQ
people, heterosexism and homophobia. These actions can include reading books, attending
workshops, talking to others, joining organizations, listening to lesbian or gay music, or any
other actions that can increase awareness and knowledge. This stage is also a prerequisite for
the last three stages. All three involve interactions with others about homophobia and

heterosexism. In order to do this confidently and comfortably, people need to first learn more.

Questioning and Dialoguing. This stage of response is an attempt to begin educating others

about homophobia and heterosexism. This stage goes beyond interrupting homophobic and

heterosexist interactions to engage people in dialogue about these issues. Through the use of

questions and dialogue, this response attempts to help others increase their awareness of and knowledge about homophobia and heterosexism.

Supporting and Encouraging. This stage of response includes actions that support and encourage the anti-homophobic and anti-heterosexist actions of others.
Overcoming the homophobia that keeps people from pointing out this form of oppression even when they are offended by it is difficult. Supporting and
encouraging others who are able to take this risk is an important part of reinforcing anti-homophobic and antiheterosexist behavior.

Initiating and Preventing. This stage of response includes actions that actively anticipate and identify homophobic institutionalized practices or individual
actions and work to change them. Exampl es i ncl u dt@osekise @ @uneldrsSnvithgeaVv i S i

speaker to come and discuss how homophobia can affect counselor-client interactions.

Source: Safe Zone Resource Guide, Florida State University. (Model originally developed by James Washington, 1991)

Offensive Terminology to Avoid

OFFENSI VE: —homosexuall (as a n. or adj.)

PREFERRED: —gayl (adj.); —gay manl or —l esbianl (n.)

Pl ease use —l esbianll or —gay manl to descri be pe otgpled—-htotnrosetxaid | t, d
been adopted by anti-gay extremists to suggest that lesbians and gay men are somehow diseased or psychologically/emotionally disordered - notions

discredited by both the American Psychological Association and the American Psychiatric AS s oci ati on in the 1970s. Pl e
in direct quotes. Please also avoid using —homosexuall as a style
OFFENSI VE: —homosexual rel at i,olln s+hroenhoastei xounasl h ispe, xll, l—heotnto.s e x u al coupl
PREFERRED: —relationshipl (or —sexual relationshipll), —couplel (o
Identifyingasame-S € X coupl e as —a homosexual coupl e, I c h adrideatiyi@grtheidntinidgas t h e i r

—homosexual sexl is offensive and shoul dgyeeemBwi@dendraeday andldbeasSpeoplec 0 NS t r

couples and relationships. As a rule, try to avoid labeling an activit y , emot i on or rel ationship —gayl or —l e



emotion or relationship —straightIll i f engaged i n rslonlisteSe wWikboabledo 0of an

discernpeop | e s genders and/ or sexual orientations thr oughandybueusenfa mes of
pronouns.

OFFENSI VE: —sexual preferencel

PREFERRED: —sexual orientationl

The phrase —sexulaly pusededrteacellggesestgenteata being | esbian or gay i s
accurate description of an individual ‘s endur i n g sapehny/srioppait sexand® ma n t

inclusive of lesbians, gay men, bisexuals and heterosexual men and women.

OFFENSI VE: —gay I|ifestylel or —homosexual l'ifestyl el

PREFERRED: —l esbianll or —gayl

There is no single lesbian or gay lifestyle. Lesbians and gay men are diversei N t he ways they | ead their Iives. T
|l esbians and gay men, suggesting that their sexual orientation is
OFFENSI VE: —admitted homosexuall or —avowed homosexuall
PREFERRE®Nn!| yolpesbi anll or —openly gayl

Dated term used to describe those who are openly | eesthli aor oragawe d
being a lesbian or gay man is somehow shameful or inherently secretive. AV Oi d t he use of the word —homosexual
OFFENSI VE: —gay agendal or —homosexual agendal

PREFERRED: —l esbian and gay civil rights movementl or —l esbian an
Lesbians and gay men are as diverse in our political beliefs as other communities. Our commitment to equal rights is one we share with civil rights advocates

who are not necessarily | esbian or gay. —Lesbi an ramlidgamg &yl remmantdome n t
gaysandl esbi ans. Notions of a —homos exueartmist@iseelénp td podiray & dinBter thelesbibnand gayceigill i n v ¢

rights movement.

OFFENSI VE: —speci al rightsl
PREFERRED: —equal rightsl or —equal protectionl
Anti-gay extremists frequently characterize civil rights and equal protection of the law for lesbian, gay, bisexual and transgender A mer i cans as —

in an attempt to energize opposition to anti-discrimination and equal opportunity laws.
ttempt t gl pposition to anti-d t d equal opport 1

OFFENSI VE: —fag, Il —f aggot , Imatcydreedhle—hiomol I —t—garreynl, lardhsei mil ar epi
The criteria for using these derogatory terms should be the same as those applied to hate words for other groups: they should not be used except in a direct
quote which reveals the bias of the person quoted. So that such words are not given credibility in the media, it is preferredt hat r eporter s s a\)

a derogatory word for a lesbian, gay man or transgender person.

OFFENSI VE:t Il —gkiviamdered, I —dysfunctional , I —diseased, Il —pervert
The notion that being gay or lesbian is a psychological disorder was discredited by the American Psychological Association and the American Psychiatric

Associ ation in the 1970s. Today, words such as —devi andngjslekssthadhinge as e d Il
mentally ill, or as a danger to society. Words such as these should be avoided in stories about the lesbian and gay community. If they must be used, they should

be quoted directly in a way that reveals the bias of the person being quoted.

OFFENSIVE:

Associating gay men, lesbians, same-sex relationships or homosexuality with pedophilia, child sexual abuse, bestiality, bigamy, polygamy, adultery and incest.
Homosexuality and/or being gay is not synonymous with pedophilia, child sexual abuse, bestiality, bigamy, polygamy, adultery and/or incest. These
associations often are used to suggest that lesbians and gay men pose a threat to society, to families, and to children in particular. Such suggestions ate

defamatory and should be avoided, except in a direct quote which reveals the bias of the person quoted.

http:/ /www.glaad.org/media/guide/ offensive.php



Being an Ally

in the Classroom




Questions for Educators

e  In what ways can we make our classtooms/learning communities more inclusive and user friendly for LGBTQ students?
e  How often do we engage in self-reflection and an examination of our own values and biases with respect to race, gender, and homosexuality?

e  How might our personal issues, comments, and subtle messages impede the educational process for students who are members of this group?

Guidelines for Respectful Classroom Environments

Preparing the class:
Include in the course syllabus a statement of class policy indicating students are to show respect for all individuals in class discussion and interaction. Include
expectations and guidelines for respectful class discussion. In reviewing the course syllabus at the beginning of the course, emphasize and discuss the

expectations and guidelines, giving examples.

Suggested Guidelines:
Students are encouraged to make —I Il statemenft st hatdhaeme thanm sHouwlld
rather than saying —You are wrong about same sex marriage..You don

Students are encouraged to acknowl edge anavih ThB practise fotteth endledstinding o different 0 f
points of views and ensures clear communication. Aryos Ulgvgelisfdeetd r esp
position. Here is what | believe.l

Distinguish between personal opinion, reflecting personal values, and facts,
documented by research and evidence, supported by scholarly and appropriate
references. Making this distinction is very important in classes where students are

asked to take and present a certain position on a class topic.

In discussing positions and making presentations that relate to race, ethnicity,
religion, gender, as well as sexual orientation, students are expected to be respectful
of other students who might be different from the speaker in any of these

characteristics.

Curriculum Considerations:

Where appropriate, include information about LGBTQ people who have made

contributions to the subject of the course and use examples of LGBTQ people in lectures and discussion, where appropriate to the subject matter.
Expand library holdings to ensure LGBTQ people who have contributed to the field of study are included.
Professor Behavior and Modeling:

Take seriously one

represented in the class.

s responsibil it isupddtiveoffanel @ft for allatudént® régfrdiess df theulitferedce® a r n i
Avoid heterosexist assumptions and language, using inclusive, respectful language in all interactions with students, formal and informal.

Prepared by: Glenda R. Elliott, Ph.D.; Assoc. Professor Emerita, UAB School of Education; Coordinator, UAB Safe Zone Training

Ways to Create an Inclusive Classroom Environment

1. Include a nondiscrimination policy on your syllabi: It is helpful to include on your syllabi either a description of your classroom environment or a
copy of a nondiscrimination policy. Including such statements will let students know what kind of behavior/comments are considered inappropriate
and will not be tolerated. YoucancopyUA* s nondi scri mination policy (available onlir
sample classroom environment policy included on the Preventing and Dealing with Homophobia in the Classroom handout. It is also helpful to
invite students to talk to you if any comments made in your classroom cause them to feel uncomfortable; this will allow you to address such

comments should they come up again.

2. Be familiar with and comfortable using the common terms that LGBTQ students use to self-identify themselves in terms of sexual orientation and
gender identity or expression: LGBTQ students make up a diverse group and use a variety of terms to self-identify themselves. Listen to the way

your students self-identify and use the same language they do.



3. Assume that in every class you will have students who self-identify as LGBTQ: In any given class you are likely to have at least one student who self-
identifies as LGBTQ, who has a family member who self-identifies as LGBTQ, and/or who has a friend who self-identifies as LGBTQ. If you keep

this fact in mind, it will help you remember to avoid using language or examples that are heterosexist or non-inclusive (see 4 and 5 below).

4. Use inclusive language at all times: Using inclusive language means talking in a way that does not specify a gender, sex, or sexual orientation. For

example, instead of using terms such as —boyfri ensdi,dlni—fgiicranftr ic
instead of wusimganderdresd,sllucyhouascamamouse —family, Il which would be
LGBTQ parents, or any alternate family structuree. IAl so, use —

5. Use an inclusive curriculum: It is important to use examples and course materials that a wide range of students can relate to. It is just as important to
use examples and course materials that expose students to ideas and values that differ from their own. Students will leave college and enter a
multicultural working world. It is important to prepare them to respect and work with a diverse range of people and ideas. Whenever possible, select
texts and readings whose language is gender-neutral and free of stereotypes, or cite the shortcomings of material that does not meet these criteria so
that students are aware of it. Think carefully about assignments that ask students to describe their personal lives, either in writing or during class
discussion; you do not want to create a situation where students feel forced to come out or to pretend to be heterosexual out of fear of how you or

the other students in the class might react.

6. Confront comments that are heterosexist, homophobic, or biased in terms of gender identity or expression: It is important to respond to comments
that use non-inclusive or derogatory language or that rely on stereotypes or assumptions, especially comments made in the classroom. When
inappropriate comments are made, all eyes will be on you. How you tespond to such comments sends an important message, not just to LGBTQ

students but to all students in your classtroom.

7. Make sure you never disclose a person‘s sexual or iwleometeditheir on or
sexual orientation or gender identity to you as part of written assignments or in the course of conversations. This information should be considered

confidential, and you should not reveal it to anyone else unless the student has given you permission to do so.

8. Include LGBTQ-themed flyers, posters, and publications in your office space: When you include LGBTQ-related materials (posters, flyers, etc.) in
your office space without drawing attention to them, you help to create an atmosphere where LGBTQ students feel welcome/safe without feeling

singled out for their sexual orientation or gender identity/expression.

Preventing and Dealing with Homophobia in the Classroom

Handout prepared by Renee Wells, University of Alabama.

Feel free to use or adapt any of its content.
Setting the Tone: Preventative Steps You Can Take from Day One

There are a couple of preventative steps you can take before the semester begins. These steps involve the course policies listed on your syllabus. The first step

is to establish a policy for the Classroom Environment. For example,

English 220 is a combined lecture and discussion course. This means that, in part, all students are responsible for contributing to both their own
learning experience and the learning experience of others. Because the contribution of ideas from each student is critical to the learning process, any
behavior that makes other students feel uncomfortable in their learning environment will not be tolerated. This includes interrupting others while they
are talking, carrying on conversations separate from the class discussion, or making comments that could be perceived as offensive in terms of race,
gender, sexual orientation, religion, ethnicity, nationality, disability, etc. Please make every effort to maintain an atmosphere where everyone feels

comfortable sharing and responding to ideas.

The second step is to |let your students know t hat fyoudlsirdore EndronSeatf e Z

statement or as part of a separate section, such as Office Hours or Conferences. For example,

If you would like individual help with any of the reading or writing assignments, you are welcome to set up a conference with me or to come by during

my office hours. Keep in mind that office hours are times I have set aside specifically for meeting with students. You do not need to make an

appointment to meet with me during those times, nor do you need to tell me in advance if you plan to come by. Just showup,an d | * | lAlsopb e t |
please note that I am a Safe Zone Ally, one of many resource people on campus who provide an open door for individuals seeking information or

assistance regarding sexual orientation, gender identity, harassment, and/or disctimination. Feel free to talk to me any time if you or someone you

know has questions or concerns.



Narrowing the Focus: Negotiating Student Responses to Reading Assignments

If you are giving students an in-class reading assignment that deals with LGBTQ issues, you should frame the assignment before students begin reading. For
example,

Today we're going to |look at John Smith's articl e yskdhgbdidsanly De
opinions about being gay; I also realize that it can be difficult to put those beliefs and opinions to the side and to read objectively. However, I am

asking you to do just that as we read and discuss this article. Our discussion will focus on the points Smith makes about identity development, not on
themor al ity of the gay identity, the politics of t hi®yogtaputaloOiamu n i
major debate points out of your mind so you can find and discuss what the author is addressing in his article.

If you are giving students an out-of-class reading assignment that deals with LGBTQ issues, you should still frame the assignment so students know what they
will be expected to know or what they will be expected to discuss during the following class. It is also very helpful to give them a writing assignment that
forces them to engage with the reading in the way you are asking. For example,

For homework, you will be reading John Smit h*‘ syofybuthdveddryatrongbeldtfe nt i
and opinions about being gay; I also realize that it can be difficult to put those beliefs and opinions to the side and to read objectively. However, I am

asking you to do just that. As you read, you need to identify Smit h* s mai n points and underline or hig
back to each main point and find the information Smith uses to supportt it. For Wednesday, you need to have a typed listof Smi t h* s mai n i d
brief summary of hissupp or t  f or each point. We -wiodobrbelkfs & dpiticssabos baihgtoa, thespolides ofjthe me n |
gay community, or the nature versus nurture debate. Thus, you need to remain objective and focused as you read so you will be prepared to contribute

to the class discussion.
Framing the Discussion: Facilitating Conversations between Students

If you are discussing LGBTQ issues in class (either because an issue spontaneously came up or because you brought up the issue for discussion), it is
important to frame the discussion before students begin talking. It is particularly important to ask students to state their ideas as opinions rather than
statements of truth. For example,

As we discuss the issue of gay marriage, I would like you to keep in mind that the classroom is a place for intellectual inquiry and for the respectful

exchange of ideas. I realize that many of you have very strong beliefs and opinions about the issue of gay marriage; however, because not all of you

agree on the issue, it is important to frame your comments as beliefs or opinions, not as statements of truth. For instance,rat her t han sayi
gay is a mortal sin and all gay peopl e wislla gnmrttal hesliln, lantdr yald
This makes it much easier for you to engage with edafthdmeodttudsr Si
that cannot be changed.

If you are discussing LGBTQi ssues in class, it is also important to ask students

As you discuss the issue of gay marriage, you need to engage with each other respectfully. One way to do this is to rephrase the idea you wish to

respond to. For instance, i f Tiffany said, —l o wtaes halilseld amd b
respond to her statement, then Kla¥oceu wieabhygeopherikbd sent to hellrb&apshitisa Ssneo T i f
b e gBefprl stating her own response—Il But | bel i eve that we are all who we are bec
any of wus to hell f osri ngeiemmge hwhoa hveea ‘ar d .dlle aBy, ryeophraa e forced to

being made, not merely to make the same canned responses that always get made during these discussions.
Playing Referee: Handling Inappropriate Comments

It will happen: students will make inappropriate and offensive comments during these class discussions. When it happens, it is important to be prepared to
handle it. There are a number of things you need know as you deal with the situation:

Alleyes willbeonyouu When someone makes an inappropriate comment, you won"'t
Everyone will turn t o y6othetimetee: the btudegt wHo Madestte @mnter. W is iyap@thiit do dtep up enéd deat

with the comment quickly and tactfully.

‘

It is your responsibility to respond to the comment. | t * s your c¢cl assroom and you‘re the voice of

them. You must deal with the inappropriate comment so that everyone recognizes that the ground rules will be enforced.
How you respond to the comment sends a clear message---especially if you say nothing. Say i ng nothing (i .e., ignorin
the worst thingyoucandobe cause it sends one of two messages: Either that vy
comments are acceptable in your class or that Yy o0 Ungdngdsdussicnintg 0i n



a no-rules game.

As referee, your main tesponsibility is to keep tempers from flaring, including your own. The comment may offend and/or anger you but it is important

to keep your cool, for several regsemot i Bhasly youtthen'commamnt

important for you to set a good example and respond to the content of the comment rather than the feelings it evokes. Second, an emotional

reaction from you could intimidate students and prevent them from engaging further in current or future class discussions. The last thing you want

to do is make students uncomfortable. The point is to maintain an environment of open and respectful exchange, which means that you must frame

your comments respectfully as well. Third, it is important never to appear angry at the student who made the comment. S/he will be your student

for the rest of the semester and you don‘t want w0 create the
Iti's important to address the comment without o fRitherthsh mdkiadafengentst u d

truth such as —That®s an inappropri ate an sking@ht studedt 8ho swikit (aiddosrtae n t

rest of the class) to consider its implications. Try asking a question that forces the student(s) to reflect on what was said. For instance,

that all _homos*® wil | Bdioicdof worls. Whyedid you choosdtntPrNGhst is its tosnotation? Wihanate h¢ € St i n

i mplications of choosing such a word? How do you ttduliistbkwor@st her s

used to label gay people and then discuss the politics and implications of each choice. You could even refrain from directly addressing the student

who made the comment . For instance, —Let me just jiffieterPpwoidsrthatf or

get used when discussing members of the gay communi bgm, bhhdeth

number of different words used thus far in our conversation—gay, homosexual, queer, homo—and I wanted to ask everyone to think about the

implications of word choice. What connotations do these different words have? How do others react when you use them? What does it imply about
you when you choose one over t he xdcbemetosePaboveTl heipdnt isti@ 1 makea Sutleht feel | € a

embarrassed or uncomfortable for saying something inappropriate. The point to get students to think about the implications of what they say—

ideally before they say it, but if necessary afterwards—so that neither they nor the other students in the class will make the same mistake again.

Activities for Students

Personal Reflection

These statements are designed to help you reflect on your thoughts, feelings, and behaviors regarding homosexuality.

Respond to each item by circling the number after each statement according to this scale:
(1 Strongly Agree 2 Agree 3 Neither Agree Nor Disagree 4 Disagree 5 Strongly Disagree)

(For the purposes of t hkfstogulesba® ysexualftringendergeopd) —gayll i s used to r
I feel awkward when | ‘“m around peopl e whid5 are gay.
I believe that gay people deserve the negative treatment they receive. 12345
I believe gay people should not work with children. 12345
I openly object to derogatory remarks about gay people. 12345
I can enjoy the company of gay people. 12345
Marriage between gay individuals is okay with me. 12345
It does not matter to me whether my friends are gay or straight. 12345
I am concerned that a gay person may _¢omé& on‘' to me.
I laugh at jokes about gay people. 12345
Organizations that promote gay rights are not necessary. 12345
Gay people should not have —speci al pri@s4escti onll under the |
It bothers me to see gay people display affection in public. 12345
I would be uncomfortable rooming with a gay person at a conference. 12345
Gay people —sufferll from distorted i malg@gé4ss5 and stereotypes.

I't woul d —di shatddode friendiserdy. t 0 | ear n 12345

aw.



UA Scavenger Hunt

Gay, lesbian, bisexual, and transgender individuals are all but invisible. Thisi S an opportunity to observe whdayt VYo
Check the situations you have observed at UA. (2 pts. each)

Opposite-sex couple holding hands

Same-sex couple holding hands

An application or intake form that asks about marital status

An application or intake form which asks about committed relationship status

A colleague who has vacationed in Gulf Shores

A colleague who has vacationed in Provincetown

Desktop photo of a partner of the opposite sex

Desktop photo of a partner of the same sex

A publication in the bookstore about African-American civil rights movement

A publication in the bookstore about the LGBTQ civil rights movement

A vehicle in a UA parking lot with a War Eagle decal

A vehicle in a UA parking lot with a rainbow decal

Anyone who has brought his or her husband or wife to an office social function
Anyone who has brought his or her same-sex partner to an office social function
Any class which includes a discussion of the killing of Dr. Martin Luther King, Jr.
Any class which includes a discussion of the killing of Harvey Milk

Any store around campus that carries —Modern Bridel
Anystorearound campus that carries —The Advocatel
A UA office that describes serving racial, ethnic, or cultural minority students

A UA office that describes serving LGBTQ students

A student social function where opposite-sex couples are welcome

A student social function where same-sex couples are welcome

_____ Coworkers who discuss —American I dolll during office hours

____ Coworkers who discuss —Will & Gracel during office hours

__ Any other state-supported university of comparable size to UA, anywhere in the U.S., which has few or fewer documents on its website which
contain the word —l esbian..|

TOTAL SCORE



Being an Ally




Policies at UA

There are a number of statements and policies at UA that Safe Zone Allies should be aware of. These include the UA Equal Employment Opportunity

Employer Statement, which prohibits discrimination on the basis of sexual otientation; the UA Statement on Diversity, whichen d or ses t he uni v
commitment to inclusiveness with respect to sexual orientation, and which prohibits discrimination or harassment against any individual or group; the UA

Code of Student Conduct, which prohibits any verbal or physical conduct that threatens or endangers the health or safety of any person; and the UA

Harassment Policy, which prohibits any verbal or physical conduct that creates a hostile environment.

UA Equal Employment Opportunity Employer Statement

The University of Alabama complies with applicable laws prohibiting discrimination, including Titles VI and VII of the Civil Rights Act of 1964, the Age
Discrimination in Employment Act, Executive Order 11246, Title IX of the Education Amendments of 1972, Sections 503 and 504 of the Rehabilitation Act
of 1973, the Vietnam Era Veterans Adjustment Assistance Act, the Age Discrimination Act of 1975, and the Americans with Disabilities Act of 1990, and does
not discriminate on the basis of race, color, religion, national origin, sex, sexual orientation, age, disability, or veteran status in admission or access to, or
treatment of employment in, its programs and services. Inquiries and concerns may be directed to Ms. Gwendolyn Hood, University Compliance Officer, 171
Rose Administration Building, Box 870300, Tuscaloosa, AL 35487-0300, (205) 348-5855 (Voice/TDD).

The UA Equal Employment Opportunity Employer Statement is available online at http://eop.ua.edu/policies.html.

UA Statement on Diversity

June 30, 2009

MEMORANDUM

To: University Community

From: Robert E. Witt

Re: The University of Alabama Statement on Diversity

The mission of The University of Alabama is to advance the intellectual and social condition of the people of the State through quality programs of teaching,

research, and service. That educational mission is enhanced by the robust exchange of ideas that occurs within a diverse and inclusive learning environment.

Students who learn from each other and from faculty members and administrators (including those at the highest levels of leadership) in an environment with

a variety of backgrounds are better able to understand, appreciate, and contribute to our twenty-first century global society. Consequently, the University

endorses a student, faculty, and administrative community enriched by women and men of diverse national origins, races, ethnicities, sexual orientations,

cultures, socioeconomic and geographic backgrounds, ages, physical abilities, and religious and political beliefs. The University is committed to offering diverse
cultural programs, intercultural education,andot her educati onal initiatives (such as the Uniyv

and appreciation of cultural and individual diversity, promote community, and prepare students for the global society in which they will live and work.

As an institution of higher learning, The University of Alabama attaches great value to freedom of speech and open debate, but it also attaches great
importance to the principles of civility and respect which govern an academic community. Harassment or other illegal discrimination against individuals or
groups not only is a violation of University Policy and subject to disciplinary action, but also is inconsistent with the values and ideals of the University.

It is the goal of The University of Alabama to cultivate a hospitable campus environment in which all members of the University can work together and learn
from each other in a climate of mutual respect. I pledge my personal commitment to this goal, and I hope that all in the campus community will pledge their

commitment as well.

The UA Statement on Diversity is available online at http://eop.ua.edu/policies.html.

UA Code of Student Conduct
4. Article III: Proscribed Conduct
b. Offenses Against Persons
1. Physical abuse, verbal abuse, threats, stalking, intimidation, harassment, sexual misconduct, coetcion, and/or other
conduct which threatens or endangers the health or safety of any person. This paragraph is intended to include any
contact or communication which threatens, harasses or injures a person.

6. Article V: Judicial Procedures

a. Charges and Investigations



1. Any member of the University community may file complaints against any student for misconduct. Complaints shall be
prepared in writing and directed to the Office of Student Judicial Affairs. Any alleged violation should be submitted as

soon as possible after the event takes place, preferably within one month (28 days) of the knowledge of occurrence.

The UA Code of Student Conduct is available online at http://ja.ua.edu/.

UA Harassment Policy
I. Statement of Policy
A. Harassment Is Not Tolerated

The University of Alabama is committed to providing an environment for employees, students, and campus visitors that is free from illegal harassment based
on race, color, religion, ethnicity, national origin, sex, sexual orientation, age, disability, or veteran status. Such illegal harassment violates federal civil rights

laws and University nondiscrimination policy and may lead to personal liability for the results of such behavior.

The University of Alabama is committed to providing and promoting an atmosphere in which employees can realize their maximum potential in the workplace

and students can engage fully in the learning process. Toward this end, all members of the University community (including faculty, staff and students) must
understand that harassment based upon one‘s pr ot eiredttoabie bg thedotlowisg as i
policy. The University will take appropriate action to prevent, correct, and where warranted, discipline behavior that violates its Harassment Policy.

The University implements its Harassment Policy through preventive education and training and through procedures for investigating and resolving claims of
harassment . Empl oyees and st ud e n-ins traifidg @toriel onthdagsnierdr ged t o review the U
(http:/ / training.newmedialearning.com/psh/ua/) and participate in training programs, which are offered by a variety of departments and divisions, including

the Department of Human Resources. Individuals who believe they are being harassed are encouraged to report the problem to appropriate administrative

officials. Information about approptiate complaint channels and the procedures for resolution of claims of harassment follows and can also be obtained from

the Deans' Of fi ces, the Vice Presidents® Of fi ces,rogtahse Depart ment

B. Retaliation Is Not Tolerated

The University encourages students, faculty, and staff to express freely, responsibly, and in an orderly way opinions and feelings about any problem or
complaint of harassment. Retaliation against persons who oppose or complain about harassment is strictly prohibited. Retaliation is any action that has the
effect of punishing a person for engaging in a legally protected activity, such as alleging harassment, making a harassment complaint, or assisting in a
harassment investigation. Examples of retaliatory adverse employment actions include suspension, demotion, or termination. In addition, this policy prohibits
retaliation in the form of harassment, intimidation, threats, or coetcion, or in the form of any materially adverse harm that would dissuade a reasonable student

or employee from filing a harassment complaint or participating in a harassment investigation.

An employee/student is protected against retaliation for his or her opposition to harassmentaslongast he empl oyee/ student has

faithl belief that the complained of conduct i salityoftHe @@hatl Itis a Eolatdmof i f
the University's policy to retaliate against the complainant(s), respondent(s), witnesses or others involved in the review of such complaints. Any employee who
retaliates against an employee or a student i n |\Astpbohr@attiénon of t he |

This Harassment policy shall not, however, be used to bring frivolous or malicious complaints against students, faculty or other employees. If a complaint has
been made in bad faith, as demonstrated by clear and convincing evidence, disciplinary action may be taken against the person bringing the complaint.

II. Factors Considered in Determining Existence of Harassment
A. Definition of Harassment

Harassment is abusive or hostile conduct which is directed toward or inflicted upon another person because of his or her race, color, religion, ethnicity,

nati onal origin, sex, sexual orientation, a g e ,ened, infagohablylinkerfedys withanr v et
individual ‘s woakceromcademtesparhosmile or abusive work or | earn
in a University activity. Harassment is typically based on stereotyped prejudices and includes, but is not limited to, slurs, jokes, objectionable epithets, or other

verbal, graphic, or physical conduct that demeans, insults, or intimidates an individual because of his or her race, color, religion, ethnicity, national origin, sex,

sexual orientation, age, disability, or veteran status.



B. Sexual Harassment Defined

Sexual harassment includes unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature when (1)
submission to such conduct is made, either explicitly or implicitly, a term or condition of employment or academic advancement; (2) submission to or rejection
of such conduct by an individual is used as the basis for employment or academic decisions; or (3) such conduct has the purpose or effect of unreasonably

interfering with an individual's performance as an employee or student or creating an intimidating, hostile, or offensive working or learning environment.
C. Factors Considered in Assessing Whether Harassment Exists
In determining whether conduct constitutes prohibited harassment, the following understandings shall apply:

1. Harassment must be distinguished from behavior which, even though unpleasant or uncomfortable, is appropriate to the carrying out of instructional or
supervisory responsibilities (e.g., criticism of work, corrective discipline, performance evaluation; discussion of controversial topics germane to an academic
subject);

2. The totality of the circumstances must be evaluated to determine whether a particular act or course of conduct constitutes harassment, including the

frequency, severity, and context of the questioned conduct and whether the conduct was physically threatening and humiliating or a mere utterance;

3. The conduct alleged to be harassment will be evaluated from the perspective of a reasonable person in a similar situation and not simply the particular

sensitivity or reaction of an individual;

4. An isolated incident of hostile behavior, although offensive, usually will not be sufficient to establish a claim of illegal harassment. For example, generally,
a single sexual joke, offensive epithet, or request for a date does not constitute sexual harassment; however, being subjected to such jokes, epithets or requests
repeatedly may constitute sexual harassment. However, administrators and supervisors should take corrective action when such isolated incidents occur, in

order to ensure that repetition of that or similar conduct does not rise to the level of illegal harassment; and
5. Although repeated incidents of hostile conduct generally create a stronger claim of harassment, a serious incident, even if isolated, may be sufficient.
D. Academic Freedom and Harassment

In cases of alleged illegal harassment, the protections of the First Amendment must be considered if issues of speech or artistic expression are involved. Free
speech rights apply in the classroom and in all other education programs and activities of public institutions, and First Amendment rights apply to the speech
of students and teachers. Great care must be taken not to inhibit open discussion, academic debate, and expression of personal opinion, particularly in the
classroom. Nonetheless, speech or conduct of a harassing, sexual or hostile nature ;which occurs in the context of educational instruction may exceed the
protections of academic freedom and constitute prohibited harassment if it meets the definition of harassment noted above and 1) is reasonably regarded as
non-professorial speech (i.e., advances a personal interest of the faculty member as opposed to furthering the learning process or legitimate objectives of the

course), or 2) lacks accepted pedagogical purpose or is not germane to the academic subject matter.

The UA Harassment Policy is available online at http://eop.ua.edu/harassment.html.

Guide to Handling Harassment for Safe Zone Allies

Important Facts to Know about Harassment

There are three very important things to know about harassment. The first thing to know is that harassment is based on perception rather than intent. In other
words, whether or not a particular behavior is defined as harassment depends on whether or not the behavior is perceived as unwelcome, inappropriate, or
offensive to the recipient. While the alleged offender may perceive the behavior to be harmless, if a student finds the behavior offensive then that behavior
should be considered harassment.

The second thing to know is that harassment takes many forms: quid pro quo or hostile environment, direct or indirect, as well as verbal, written, visual, or

physical. Quid pro quo harassment occurs when employment or academic decisions and conditions are based upon whether the targeted individual is willing to

grant favors of some kind. Hostile environment harassment occurs when unwelcome comments or conduct creates an intimidating, offensive or disruptive

work or academic environment. Direct harassment would be any form of harassment that specifically targets an individual, such as offensive language (written

or spoken), visuals, or physical contact addressed or directed toward a particular student. Indirect harassment would include any form of harassment that
occurs in a student’s environment that the st udeduldifcdadadfindver s of f e
comments, visuals,orb ehavi ors in a classroom, in a residence hall, or at a st

The third—and most important—thing to know is that all faculty and staff members are obligated to pass along reports of harassment to the appropriate
channels. In some cases, students may wish to file a formal complaint about the harassment; in other cases they may not. Either way, all faculty and staff
members must pass along the information to the appropriate reporting channel. Failure to pass along reports of harassment will leave faculty and staff
members liable should the situation lead to litigation.



Reporting Policy Violations
As a Safe Zone Ally, students may disclose to you that they have been or are being harassed by another student or a faculty or staff member. The information

below provides you with step-by-step instructions about what to do depending on the circumstances and parties involved.

Step 1: If a student confides in you that he or she has been or is being harassed, let the student tell his or her story and offer words of support. Keep in mind
that you may be the first person the student has disclosed this information to.

Step 2: Print out a copy of the Guide to Handling Harassment (for Students) which is available on the Safe Zone Website

(http:/ /bama.ua.edu/ ~safezone/guide.pdf). Go over the Guide with the student. This will provide the student with information about harassment policies,

formal reporting channels, and the appropriate personnel to contact next if the student wishes to file a formal complaint. The Guide will also provide the
student with information about the services off er edhatzheenhatrseed Counse

Step 3: Explain to the student that thetre are two options for reporting harassment: informal and formal.

Informal Reports: If a student does not want to file a formal complaint or to be named as a complainant, a report of the harassment will be sent to the
approptiate reporting channel with a summary of the harassment and the name of the alleged offender. In such instances, the name of the student who
reported the harassment will be withheld. This ensures that there is a record of the report on file; however, the alleged offender cannot be formally charged
with harassment or officially sanctioned for harassment without a formal complaint and a named complainant.

In some cases, a student may ask about the option of resolving the matter informally him/herself. For instance, if an offensive comment was made during
class by another student, a GTA, or a faculty member, the student might feel comfortable resolving the matter with the alleged offender. If a student suggests
this, tell him or her that this is acceptable but that you will still pass along an informal report to the appropriate reporting channel. Make sure to include in your
informal report that the student plans to resolve the matter informally. Ask the student to follow-up with you after s/he attempts to resolve the matter, and
pass along an informal report of the information provided by the student in the follow-up. Should any problems ensue, ask the student if s/he wishes to file a
formal complaint. (See below for more information about formal complaints.) In many cases, students will want to remain anonymous in informal reports.
However, you should always ask students if you can include their name in the informal report so the harassment resource person can contact the students if
there are questions or for more detailed information about the incident. Assure students that their confidentiality would be strictly protected and that no

formal complaint can be filed without their consent.

Formal Reports: If a student wants to file a formal complaint, you should direct him or her to the approptiate reporting channel (see step 4) . 't is th
responsibility to make the formal complaint, but you should let the student know that you will still pass along an informal report of the harassment to the

appropriate personnel. If the student has expressed the desite orintenttofi | € a f or mal compl aint, ask the stud
her name in your informal report. If the student asks you to withhold his or her name, then send an informal report with only a summary of the harassment

and the name of the alleged offender. (For information about what happens at the next stage of the reporting process, see below.)

Step 4: Determine the appropriate reporting channel. If the alleged offender is a faculty or staff member or a graduate teaching assistant, then the report
should be directed to the Designated Harassment Resource Person who oversees the department or office where the faculty or staff member or graduate
teaching assistant works. If the alleged offender is a student, then the report should be directed to the Office of Student Judicial Affairs. (Names and contact

info for Designated Harassment Resource Persons and the Office of Student Judicial Affairs are included below.)

Step 5: If the student intends to file a formal complaint, give him/her the name and contact info for the appropriate reporting channel. However, whether or
not a student intends to file a formal complaint, you should still send an informal report to the appropriate personnel. This report can be sent by email and
should contain a summary of the alleged harassment and the name of the alleged offender. If the student does not want to file a formal complaint, do not
include his or her name in your report. If the student plans to file a formal complaint and gives you permission to include his or her name in your informal

report, include that with your summary of the harassment and the name of the alleged offender.

It is important for all faculty and staff to appreciate two things about the reporting process: the first is that all faculty and staff are obligated to pass along these
reports, and the second is that the process s ho ubetandrdovith cdnfelentplieyr c e i v

and each allegation will be considered individually and carefully by the appropriate personnel.

What Happens with this Information

In the case of informal reports, the alleged offender cannot be formally charged with harassment or officially sanctioned for harassment without a formal
complaint and a named complainant. However, in many cases, the appropriate personnel (a Designated Harassment Resource Person or someone from the
Office of Student Judicial Affairs) will meet with the alleged offender to go over the contents of the informal report. A meeting of this kind will not result in
any formal sanction of the alleged offender and is intended to make the alleged offender aware of comments or actions that have been perceived as offensive.

In some cases, the informal report will be kept and the alleged offender will not be contacted unless another informal report or a formal complaint is received.

In the event that a pattern of inappropriate behavior becomes apparent due to multiple informal reports being submitted about the same alleged offender, the
Designated Harassment Resource Person can launch an open investigation. This will allow the DHRP to undertake a formal investigation without a named
complainant. This will only occur in cases where repeated informal reports show that there is a clear pattern of inappropriate behavior. In such cases, if the
investigation results in a determination that harassment policies have been violated, then the alleged offender can be formally sanctioned.

It is understandable that students would have questions about the process involved in making a formal complaint of harassment, especially if the alleged



offender is a faculty or staff member or a graduate teaching assistant. The Guide to Handling Harassment (for Students) contains information about what
students can expect and how their rights will be protected during this process. As you review this document with students, you can go over these points with

them. Below is an overview for your benefit.

When a student contacts one of the Designated Harassment Resource Persons to report harassment, the DHRP will meet with the student to allow him/her to
explain what has happened. Students should feel comfortable going to a DHRP at any time; a student can discuss allegations of harassment with a DHRP

without having to file a formal complaint. The DHRP will explain to the student that s/he has the right to file a formal complaint and that the investigation

process will be handled confidentially to the fullest extent possible. What this means is that in most instances, the DHRP will meet with the student, will meet

with the alleged offender, will conduct any investigation necessary, and will reach a decision on the matter while maintaining the confidentiality of all parties

involved. This means that the identity of the complainant will not be disclosed to the alleged offender unless it becomes unavoidable in the process of the
investigation. Should it become necessary for theostutdénthe stede
comfortable with that, then the DHRP will not proceed with the disclosure and will try to find another way to resolve the situation. In cases of direct

harassment (such as instances where the alleged offender has made offensive comments to the complainant specifically), a student may be justifiably concerned

that the alleged offender would be able to det er nworkwththehtelentdnt udent *
whatever way possible; for example, if the allegedof f ender i s the student‘'s professor, the DHRP
the semester to alleviate the student®s fears t hithecdmplathantithaty/eest i gat

should not be concerned about retaliation. Alleged offenders are always informed that any hint of retaliation is handled swiftly, and the sanctions for retaliation
are worse than the initial offense. It is also important for students to understand that the confidentiality process works both ways: the DHRP works to protect
both the confidentiality of the complainant and the confidentiality of the alleged offender. What this means is that in most cases, the DHRP will meet with the
student and the investigation will continue from there without the student ever hearing the final result of the process. This does not mean that the allegations
are not investigated or that sanctions are not imposed; it simply means that the confidentiality of all parties is always protected to the fullest extent possible. A
conclusion that harassment in violation of University policy or the law has occutred shall subject the offender to appropriate disciplinary action and may result
in suspension, discharge, expulsion or dismissal. University disciplinary procedutes and possible sanctions are described in the Code of Student Conduct in the
Student Handbook, the Staff Handbook and Policy Manual, and the Faculty Handbook. Sanctions imposed will be determined on the basis of the facts of each
case and the extent of harm to the University's interests.

For more Information

The University of Alabama is committed to providing and promoting an atmosphere in which employees can realize their maximum potential in the workplace
and students can engage fully in the learning process. Toward this end, all members of the University community (including faculty, staff and students) must
understand that harassment will not be tolerated, and that they are required to abide by the Harassment Policy. The University will take appropriate action to

prevent, correct, and where warranted, discipline behavior that violates its Harassment Policy.

The University implements its Harassment Policy through preventive education and training and through procedures for investigating and resolving claims of
harassment . Empl oyees and students are encour aged avhilgbleat evi ew t he U
http:/ /training.newmedialearning.com/psh/ua/. Employees and students are also encouraged to participate in training programs, which are offered by a

variety of departments and divisions, including the Department of Human Resources.

Designated Reporting Channels
If the alleged offender is a student, then the report should be directed to the Office of Student Judicial Affairs. The Office of Student Judicial Affairs is located
in 107 Burke West, and they can be contacted by phone at 348-8234 or by email at judicialaffairs@sa.ua.edu.

If the alleged offender is a faculty or staff member or a graduate teaching assistant, then the report should be directed to the Designated Harassment Resource

Person who oversees the department or office where the faculty or staff member or graduate teaching assistant works. A list of Designated Harassment

Resource Persons and their contact information is provided below (and is also available online at http://eop.ua.edu/persons.html).

Designated Harassment Resource Persons

Arts & Sciences Communication and Information Sciences Commerce and Business Administration
Kathryn Oths Caryl Cooper Dave Heggem

24D Ten Hoor 201D Reese Phifer Hall 10 Bidgood Hall

Box 870210 Box 870172 Box 870223
205-348-1957 205-348-3593 205-348-4537
koths@tenhoor.as.ua.edu coopet@apt.ua.edu dheggem@cba.ua.edu
Cathy Pagani Community Health Sciences Nidia Spence

103 Garland Hall Allison Arendale 428 Alston Hall

Box 870270 A-109 CHS Building Box 870223
205-348-9944 870326 205-348-2934
cpagani@bama.ua.edu 205-348-5203 nspence@cba.ua.edu

aarendale@cchs.ua.edu



Continuing Studies
Melanie Kirk

Dean's Office

106 Martha Parham West
Box 870388
205-348-6331
mkirk@ccs.ua.edu

Education

Sharon Conerly

202 Carmichael Hall
Box 870231
205-348-1151

sconetly@bamaed.ua.edu

Engineering
Mike Rhiney
150 Comer Hall
Box 870200
205-348-6430

mrhiney@eng.ua.edu

Greg Singleton

112 MIB

Box 870200
205-348-1598
gsingleton@eng.ua.edu

Graduate School
John Chambers
101 Rose

Box 870118
205-348-8282

jchamber@bama.ua.edu

Human Environmental Sciences
Vicki Peeples

101 Doster

Box 870158

205-348-9146
vpeeples@ches.ua.edu

Law School

J. Noah Funderburg
107 Law Center

Box 870382
205-348-4509
nfunderb@law.ua.edu

The list of Designated Harassment Resource Persons is available online at http://eop.ua.edu/harassment.html.

Nursing

Priscilla Payne

455 Russell Hall

Box 870358
205-348-1040
payne015@bama.ua.edu

Social Work
Kathleen A. Bolland
102 Little Hall

Box 870314
205-348-3926
kbolland@sw.ua.edu

School of Mines & Energy Development

Ann Brasher
125 Bevill
Box 870164
205-348-1573

abrasher@bama.ua.edu

Library & Information Studies
Anne Edwards

526 A Gorgas Library

Box 870252

205-348-1522
aedwards@ua.edu

Beth Riggs

516 Gorgas Library
Box 870252
205-348-1527
briggs@slis.ua.edu

Libraries

Angela Wright

207 Gotgas Libraty
Box 870266
205-348-6303
ajwright@bama.ua.edu

Research

Carpantato "Tanta" Myles

152 Rose Administration Building
Box 970104

205-348-5746

cmyles@fa.ua.edu

Community Affairs
Brice Miller

232 Ferguson
870297
205-348-8514

brice.miller@ua.edu

Academic Affairs

Dot Martin

254 Rose Administration
Box 870114
205-348-4894
205-348-9137

dmartin@aalan.ua.edu

Student Affairs

Molly Lawrence

372 Rose Administration
Box 870301
205-348-0019

mlawrence@sa.ua.edu

Susan Cowles

330 Ferguson - Career Center

Box 870293
205-348-3091

scowles@sa.ua.edu

Financial Affairs

Shitley Darr

100 Hayden-Harris Hall
Box 870390
205-348-9828
sdarr@fa.ua.edu

University Advancement
Becky Fowler

284 Rose Administration
Box 870122
205-348-4772

bfowler@advance.ua.edu

Intercollegiate Athletics
Carol Park

225 Football Complex
Box 870323
205-348-3657
cpark@ia.ua.edu

Kevin Almond

203 Football Complex
Box 870323
205-348-3638
kalmond@jia.ua.edu

Facilities

Shirley Darr

100 Hayden-Harris Hall
Box 870390
205-348-9828
sdarr@fa.ua.edu



Campus Resources

LGBTQ Campus Organizations

UA Safe Zone Program

2014 South Lawn Office Building | 1101 Jackson Avenue | Box 870361 | (205) 348-1250

The UA Safe Zone Program trains people who are interested in being allies for the LGBTQ community at UA. The program provides information about the
coming out process and the challenges LGBTQ students face, as well as resources for dealing with discrimination, harassment and homophobia in the
classroom and on campus. The UA Safe Zone Office provides an open door where LGBTQ students can come to build community, ask questions about
resources, or seek assistance related to discrimination, harassment, coming out, etc. For more information about the UA Safe Zone Program, visit
http://bama.ua.edu/~safezone/ or email safezone@bama.ua.edu.

Spectrum
Spectrum is the campus organization for LGBTQ undergraduate and graduate students and their allies. For more information about Spectrum, visit

http://spectrum.ua.edu/ or email spectrum@ua.edu.

Outlaw

Outlaw is the campus organization for LGBTQ law students and their allies. For more information about Outlaw, contact Bryan Fair at bfait@law.ua.edu.

Capstone Alliance
Capstone Alliance is the campus organization for LGBTQ faculty/staff and their allies. For more information about Capstone Alliance, visit

http://bama.ua.edu/~calliance/ or email capstonealliance@gmail.com.

Allied Campus Organizations, Departments, Offices, and Resources
Wo me ReSowce Center
South Lawn Office Building | 1101 Jackson Avenue | (205) 348-5040

The Women's Resource Center provides free and conf treonaltviblade, induding n s e

stalking, sexual harassment, relationship violence, and sexual assault. All services are available to members of the LGBTQ community, and counselors are
trained to address same-sex violence. The WRC also provides academic advocacy, criminal justice and law enforcement advocacy, hospital accompaniment,
and assistance with protection orders and social setvices. For more information about the WRC, visit http://wrc.ua.edu/ or email Jessi Hitchins at
jlhitchins@sa.ua.edu.

Counseling Center
South Lawn Office Building | 1101 Jackson Avenue | (205) 348-3863
The staff of the Counseling Center is committed to providing a supportive environment for LGBTQ-identified and questioning students. For more

information about the Counseling Center, visit http://www.sa.ua.edu/Counseling/.

Housing and Residential Communities
The Housing and Residential Communities at UA are committed to providing a safe environment for all students. The Community Living Standards require
that all residents help develop and maintain an atmosphere that promotes social awareness, social appreciation and acceptance. For more information about

HRC, visit http:/ /housing.ua.edu/ or contact Amanda Wallace at awallace@sa.ua.edu.

Office of Student Judicial Affairs
The Office of Student Judicial Affairs handles Code of Student Conduct Violations, including harassment related to sexual orientation or gender expression.
For more information about the Office of Student Judicial Affairs, call 348-8234, email judicialaffairs@sa.ua.edu, or visit http://ja.ua.edu/.

University Recreation

University Recreation staff members are committed to providing a safe environment for all members of the university community. The Student Recreation
Center providesgender-n eut r al changing space i n ad d.iFd thofe ihformabion AbduSUnivereithn RecBeatican, [viglt
http://urec.sa.ua.edu/ or email George Brown at gbrown@sa.ua.edu.

Student Health Center

WO mE€

Student Health Center staff members are committed to providing a safe environment for all members of the university community. The Student Health Center

providesgender-n eut r al restrooms in addition to the men‘s and wontak s
Centet, visit http://shc.ua.edu/.

Career Center

The Career Center provides job search information for LGBTQ students. For mote information about the Cateer Center, visit http://www.career.ua.edu/.

r est



Frances S. Summersell Library
2019 South Lawn Office Building | 1101 Jackson Avenue | (205) 348-5040
The FrancessS.Summer s el | Library is housed in the Women

includes several documentaties, and a vatiety of brochures, such as Being Gay/Lesbian; Be an Ally to Gays & Lesbians; Transgender: Understanding

‘

Differences; Man to Man: Three Steps to Health for Gay, Bisexual, or any Men who have Sex with Men; and Woman to Woman: Three Steps to Health for

Lesbian, Bisexual, or any Women who have Sex with Women.

School of Social Work
For more information about the School of Social Work, visit http:/ /www.socialwork.ua.edu/.

Department of Educational Studies in Psychology, Research Methodology, and Counseling
For more information, visit http://education.ua.edu/psych/index.html.

Departmentof Women‘ s St udi es
For more information about the Department of Women‘s Studies,

Parent Programs
g

For information about Parent Programs, visit http:/ /www.patrents.ua.cdu/otientation/ambassadors.html.

University Programs

For more information about University Programs, visit http://up.ua.edu/.

Students for a Democratic Society
SDS is the campus organization for students committed to the fight against war, imperialism, racism, sexism, homophobia, and environmental destruction.

The mission of SDS is to help create a better wotld based on economic and social justice. For mote information about SDS, email ua_sds@yahoo.com.

UA College Democrats

For more information about UA College Democrats, visit http://bamadems.org/.

Alabama Nonreligious Society

For more information about the Alabama Nonreligious Society, contact Jim Hall at jhall2@nc.ua.edu.

Delta Xi Phi Multicultural Sorority
For more information about Delta Xi Phi, visit http://bama.ua.edu/~dxp/.

s ResourceatCent er



Being an Ally in the

Community




West Alabama AIDS Outreach
2720 6th Street

P.O. Box 2947

Tuscaloosa, AL 35403
mona@waao.info

205-759-847

Canterbury Episcopal Chapel
812 5th Ave

Tuscaloosa, AL 35401

(205) 345-9590

http:/ /www.canterburychapel.org/

Oft-Campus Counseling Referrals

L.ocal Resources

God's House
2400 Main Street N.E.
Tuscaloosa, AL 35404
205-553-5244

Unitarian Universalist Congregation
6400 New Watermelon Road
Tuscaloosa, AL 35406
office@uutuscaloosa.org
205-758-8729

Minster: Fred Hammond

For information about off-campus counseling services, visit http://www.aglbical.org/

ot contact Dr. Mark Leggett for a referral (348-5289, mleggett@bamaed.ua.edu)

Equality Alabama

P.O. 13733
Birmingham, AL 35202
205-445-4843

www.equalityalabama.org

Advocates for Youth

1025 Vermont Ave. N.W.
Ste. 2000

Washington, D.C. 20005
(202) 347-5700
info@advocatesforyouth.org

www.advocatesforyouth.org

African Ancestral Lesbians
United for Social Change, Inc.
154 Christopher St. #3-C
New York, NY 10014

(212) 741-9110

www.aalusc.org

American Veterans for Equal
Rights

P.O. Box 97

Plainville, IT. 62365-0097

WWWw.aver.us

Asian Pacific Islanders for
Human Rights

1025 Vermont Ave. N.W., Ste.
2000

Washington, D.C. 2005

(323) 860-8775
www.apihr.org

Statewide Resources

ACLU of Alabama

207 Montgomery Street
Suite 910

Montgomery, AL 36104

www.aclualabama.org

National Resources

University Presbyterian Church
1127 8th Street

Tuscaloosa, AL 35401
upsa@bellsouth.net
205-758-5422

http:/ /uaupc.otg

Pastor: Ron Gilmer

PFLAG

Anniston 205-437-0828
Birmingham 205-967-2368
Mobile 251-438-9381
Montgomery 334-284-5683

Astrea Lesbian Foundation for Family Pride Coalition Gender Education & Advocacy
Justice P.O. Box 65327 P.O. Box 65

116 East 16th St., 7th Floor Washington, D.C. 20035-5327 Kensington, MD 20895

New York, NY 10003 (202) 331-5015 (301) 949-3822

(212) 529-8021 info@familypride.org info@gender.org
WWW.astraea.org www.familypride.org www.gender.org

BiNet USA Gay Asian Pacific Support Gender PAC

4201 Wilson Blvd., #110-311 P.O. Box 461104 1743 Connecticut Ave, NW
Atlington, VA 22203-1859 Los Angeles, CA 90046-1104 4th Floor

(800) 585-9368 (213) 368-6488 Washington, D.C. 20009-1108
BiNetUSA@aol.com WWW.gapsn.org (202) 462-6610

www.binetusa.org
Gay & Lesbian Medical

Bisexual Resource Center Association
brc@bitesource.org 459 Fulton St., Ste. 107
P.O. Box 1026 San Francisco, CA 94102
Boston, MA 02117-1026 (415) 255-4547

(617) 424-9595 info@glma.org
www.biresource.org www.glma.org

Children of Lesbians and Gays Gay, Lesbian and Straight
Everywhere Education Network

3543 18th St., #1 121 W. 27th St., Ste. 804
San Francisco, CA 94110 New York, NY 10001-6207
(415) 861-5437 (212) 727-0135
colage@colage.org glsen@glsen.org
www.colage.org www.glsen.org

gpac@gpac.org

WWW.gpac.org

Human Rights Campaign
1640 Rhode Island Ave, NW
Washington, D.C. 20036-3278
(202) 628-4160

hrc@hrc.org

www.hrc.org

International Foundation for
Gender Education

P.O. Box 540229

Waltham, MA 02454-0229
(781) 899-2212

www.ifge.org



Lambda Legal

120 Wall St., Ste. 1500

New York, NY 10005-3904
(212) 809-8585
lambdalegal@lambdalegal.org
www.lambdalegal.org

Lesbian & Gay Immigration
Rights Task Force

www.lgirtf.org

Mautner Project for Lesbians
with Cancer

1707 L St. NW, Ste. 203
Washington, D.C. 20036
(202) 332-5536
WWW.mautnerproject.org

National Association of
Lesbian, Gay, Bisexual &
Transgender

12832 Garden Grove Blvd.,
Ste. A

Garden Grove, CA 92843
Community Centers

www.lgbtcenters.org

National Association of People
with AIDS

1413 K St. NW, 8th Floor
Washington, D.C. 20005

(202) 989-0414
napwa@napwa.otg

WWW.Napwa.org

National Black Justice Coalition
P.O. Box 1229

New York, NY 10037

(212) 330-6599

www.nbjcoalition.org

National Center for Lesbian
Rights

870 Market St., Ste. 570

San Francisco, CA 94102
(415) 392-6257
info@anclrights.org

www.nclrights.org

National Gay & Lesbian Task
Force

1325 Massachusetts Ave
NW, Ste. 600

Washington, D.C. 20005
(202) 393-5177
ngltf@ngltf.org

www.ngltf.org

National Minority AIDS
Council

1931 13th St. NW
Washington, D.C. 20009
(202) 483-6622
info@nmac.otg

WWW.Nmac.org

Parents, Families & Friends of
Lesbians & Gays

1726 M St. NW, Ste. 400
Washington, D.C. 20036

(202) 467-8180
info@pflag.org
www.pflag.org

Servicemembers Legal Defense
Network

P.O. Box 65301

Washington, D.C. 20035-5301
(202) 328-3244

sldn@sldn.org

www.sldn.org

Sexuality Information and
Education Council of the
United States

130 W. 42nd St., Ste 350
New York, NY 10036-7802
(212) 819-9770
siecus@siecus.org

www.siecus.org

Youth Resource

200 M St. NW
Washington, D.C 20036
(202) 419-3420

www.youthresource.com

Zuna Institute

6114 LaSalle Ave. # 527
Oakland, CA 94611
(916) 419-5075
info@zunainstitute.org

WWW.zunainstitute.org

NATIONAL RELIGIOUS
RESOURCES

Affirmation (Mormon)

P.O. Box 46022

Los Angeles, CA 90046-0022
(323) 255-7251

www.affirmation.org

Affirmation (United Methodist)
P.O. Box 1021

Evanston, 11 60204

(847) 733-9590

www.umaffirm.org

Al-Fatiha Foundation (Muslim)
www.al-fatiha.net

P.O. Box 33532

Washington, D.C. 20033

(202) 319-0898

Association of Welcoming and
Affirming Baptists
www.wabaptists.org

P.O. Box 2596

Attleboro Falls, MA 02763-
0894

(508) 226-1945

Brethren/Mennonite Council
for Lesbian and Gay Concerns
www.webcom.com/bmc/welco
me.html

P.O. Box 6300

Minneapolis, MN 55406

(612) 722-6906

Dignity/USA (Catholic)
www.dignityusa.org

1500 Massachusetts Ave.

Ste. 8, N.W.

Washington, DC 20005-1894
(800) 877-8797

Emergence International
(Christian Scientist)
www.emergence-
international.org

P.O. Box 26237
Phoenix, AZ 85068-6237
(800) 280-6653

Evangelicals Concerned with
Reconciliation
WWW.ECWT.OTg

P.O. Box 19734

Seattle, WA 98109-6734
(206) 621-8960

Gay Buddhist Fellowship
www.gaybuddhist.org
2215-R Market St. PMB 456
San Francisco, CA 94114
(415) 974-9878

Integrity (Episcopalian)
www.integrityusa.org
1718 M St., NW PMB 148
Washington, D.C.20036
(202) 462-9498

Lutherans Concerned
www.lcna.org

P.O. Box 10461
Chicago, 1L 60610

More Light Presbyterians
www.mlp.org

4737 County Rd., 101
Minnetonka, MN 55345-2634
(505) 820-7082

Office of GLBT Concerns for
Unitarian Universalist
Association
www.uua.org/obgltc

25 Beacon St

Boston, MA 02108

(617) 948-6475

Rainbow Baptists
www.rainbowbaptists.org
P.O. Box 3183

Walnut Creek, CA 94598

Reconciling Pentecostals
International

www.reconcilingpentecostals.com

34522 N. Scottsdale Rd., D-8
Suite 238

Scottsdale, AZ 85262

(480) 595-5517

SDA Kinship International
(Seventh-Day Adventist)
www.sdakinship.org

P.O. Box 49375

Sarasota, FL. 34250

(866) 732-5677

United Fellowship of
Metropolitan Community
Churches

www.ufmee.com

8704 Santa Monica Blvd., 2nd
Floor

West Hollywood, CA 90069
(310) 360-8640

United Methodists of Color for
a Fully Inclusive Church
WWW.UMOoC.otg

3801 N. Keeler Avenue
Chicago, IL. 60641

(773) 736-5526

Unity Fellowship Church
Movement (African American)
www.unityfellowshipchurch.org
5148 West Jefferson Blvd.

Los Angeles, CA 90016

(323) 938-8322



World Congtess of Gay,
Lesbian, Bisexual, and
Transgender Jews
www.glbtjews.org

P.O. Box 23379

Washington, D.C. 20026-3379
(202) 452-7424

NATIONAL
TRANSGENDER
RESOURCES

National Transgender
Organizations

The American Boyz has many
local affiliates throughout the
US, and provides support and
information for female-to-male
transgendered persons and
their significant others, friends,
family members and allies.
The American Boyz

212A South Bridge Street
Suite 131, Elkton, MD, 21921
(410) 620-2161
www.amboyz.org

amboyz@jiximd.com

FTM International (FTMI)
FTMI provides support and
information for female-to-male
transsexuals world-wide.

FTM International

1360 Mission Street, Suite 200
San Francisco, CA 94103

(415) 553-5987

www.ftm-intl.org

The International Foundation
for Gender Education (IFGE)
provides telephone
information, referrals and
books, and publishes the
quarterly magazine
Transgender.

IFGE

PO Box 229

Waltham, MA 02254-0229
(781) 899-2212.
www.ifge.org.

Email: info@jifge.org.

The Intersex Society of North
America (ISNA) provides
information, support and
advocacy for intersexed people.
ISNA

P.O. Box 3070

Ann Arbor, MI 48106-3070
(734) 994-7369

www.isna.org.

Email: info@isna.org

The National Latino/Latina
Lesbian, Gay, Bisexual and
Transgender Organization
(LLEGO) is an informational
resource for Spanish-speakers.
LLEGO

1420 K Street NW, Suite 200
Washington, DC 20006

(202) 466-8240
www.llego.org

Email: aquilgbt@llego.org

The National Youth Advocacy
Coalition (NYAC) focuses on
advocacy, education and
information for gay, lesbian,
bisexual, transgender and
questioning youth.

NYAC

638 R Street, NW,

Suite 300

Washington, DC 20009

(202) 319-7596

www.nyacyouth.org

The Renaissance Transgender
Association, with chapters and
affiliates throughout the US,
provides support, education
and social activities for cross-
dressers and others.
Renaissance Transgender
Association

987 Old Eagle School Rd.,
Suite 719

Wayne, PA 19087

(610) 975-9119

WWW.ren.org

info@ten.otg.

The Society for the Second Self
(Tti-Ess), with about 30
chapters around the US,
focuses on the needs of
heterosexual cross-dressers.
Tri-Ess

P.O. Box 194

Tulare, CA 93275

trisinfo@aol.com.

Transgender Websites &
Listservs

Trans Family of Cleveland,
Ohio —a comprehensive site
for information, support and

resources: www.transfamily.org

Metmaids — a British Family
Support Group for children
and teenagers with gender
identity issues:

www.mermaids.freeuk.com/

The Harry Benjamin
International Gender
Dysphoria Association
(HBIGDA) — for current
copies of their Standards of

Care: www.hbigda.org

International Journal of
Transgenderism:

www.symposion.com/ijt/

Transsexual Wo me

Resources:

www.annelawrence.com/twr/

The Gay and Lesbian Alliance
Against Defamation (GLAAD)
Transgender and Intersexed
Visibility Project (media issues):
www.glaad.org/org/projects/c
ultural/trans_visibility/index.ht
ml



Responding
as an Ally




When Someone Comes Out to You

Do n ‘' t Rdgatdldsgofyour own personal or moral belief about LGBTQ people, keep in mind that the person has made himself or herself vulnerable.
Simply listen to the person.

Acknowledge them. Let them know that you heard what they said and ask open-ended questions to show that you are interested and care.

Recognize the trust. If someone voluntarily comes out to you he or she is putting a lot of trust in you and this requires a lot of courage. It is good to

acknowledge that courage and trust.

Match their words. Remember that this is about how they identify. It is important to use the same language that they use. If the person self-identifies as gay,

then use the word —gay.Il I f he or she uses queer, then use the wo
Mirror emotions. Yo u s houl d be mindful of their emotions concer nmitde COMi Ng
Don‘t |l et sBPenbt sssumgpi gdest bessxause
sexual encounter thatt he per son identifies as gay.

someone identifies as gay that person has had a same-sex sexual encounter.

Maintain contact. Let t he person know they are st
change the way you interact or how often you see the person in the future. Keep

confidentiality. LGBT people face many forms of discrimination and harassment in

society. Itisimportant t 0 make sure to never share
someone the person has already come ou
don't share.|l

K

Give resources. When someone comes out to you, it is possible that he or she is already
very knowledgeable about resources, but he or she also might not know of any. Share what resources you have and make an active effort to learn about new

useful resources.

Justlisten. Th'e most i mportant thing VY oprobenatiutnéd solving or forBethihgithst be@mes easyB@dealnvigh gited5 B T
just the right resource. LGBT identities are part of who people are. When you listen to people tell you about their identities, you learn more about who those

people are.
Sample Scenarios and Responses

You are a faculty or staff member and a Safe Zone Ally. A student stops by and asks to talk to you. She has seen the sticker outside your door. She is new to
campus and is wondering if there are any LGBTQ student groups or other places where she might be able to meet people. What is your response?
Thank her for stopping by. Assure her that there are many LGBTQ and allied organizations and groups on campus. Print a copy of the Campus
Resoutce List for her from the Safe Zone Website.

You are a faculty or staff member and a Safe Zone Ally. A student stops by and asks to talk to you. He has seen the sticker outside your door. He tells you that
he was offended by a comment one of his professors made during class, an off-the-cuff remark intended to be funny but that perpetuates stereotypes about
gay men. He | ikes the class and believes the pr of légisagi@sthimdfhedxpldinted me a
how he f eel sifitwbuldbeapprepriate ® tho'sot Wha id youe response?
Thank him for having the courage to come talk to you. Allow him to explain what happened and how it made him feel. Assure him that his feelings
are justified: comments are considered inappropriate if others find them offensive, even if they were not intended to be. Explain to him that it is
acceptable for him to address such concerns with his professor, as long as he feels comfortable doing so. However, also explain to him that you are
obligatedto pass along this information to the appropriat eecssbrén@or t i n
trouble.* Tell him that you wil!/| include i n yo,butthattte pmrid t he f
necessary so there is a record of the incident on file, in case similar incidents should occur in the future. Ask the student if it is okay to include his
name in your informal report. Assure him that this information will not be disclosed to anyone other than the designated harassment resource
person, and that no formal complaint or invest i gadtnts hdudoscirbhnl o0 c
the designated harassment resource person needs to contact the student to for information. If the student is not comfortable with his name being
included in the report, then leave it out. Ask the student to follow up with you after he meets with the professor. After the student leaves, email your
informal report to the designated harassment resource person. Refer to the Guide to Handling Harassment for Safe Zone Allies handout for the
name and contact information of the appropriate designated harassment resource person. If the student does follow up with you after his meeting

with the professor, email a summary of the follow up information to the designated harassment resource person.



You are a faculty member and a Safe Zone Ally. A student from one of your classes comes by to talk to you during office hours. She tells you that she is a
ian and that she has overheard several of t hesionsSwithieadhetiet bsforeicliss. Y O U

|l esb
She

knows t hat —evVv ertyndkd ler fesl @ety whcothfbrtable. WiatSs@ourdegpyns?, | but i

Thank her for having the courage to come talk to you. Allow her to explain what happened and how it made her feel. Acknowledge that such
feelings are legitimate. Explain that you want your classroom to be an environment where everyone feels comfortable to speak freely, but not to
offend others. Assure her that you will handle the situation in a way that does not call attention to either her or any other students in the class. An

effectivewaytohand | e t hi's situation is to begin a —spontaneousll cdtescus
conversation is to wait wuntil it's time for c| &ehsre). AsOoubomegnon b e
the room, casually mention that you just over heay.dl sMeretriadn stt|
hear this all the time, and t himplicathm of therplerase.CAsk Btidcdttiwghat thef think thelplebagen t s e

means, and ask them how others might respond to it. Ask them to consider the fact that at any given time, someone might be present who identifies
as gay or has a friend or family member who is gay, and that this expression is very likely to offend them. Encourage students to avoid using this

expression in the future.

You are a faculty or staff member and a Safe Zone Ally. You overhear one of your colleagues or co-workers making derogatory remarks about LGBTQ

people. What is your response?

Explain to him or her that while you respect his or her right to speak freely, you find such comments inappropriate in the workplace. Ask them to
consider the fact that at any given time, someone might be present who identifies as gay or has a friend or family member who is gay, and that such
comments are very likely to offend them. Mention that you are a Safe Zone Ally and that you are committed to doing your part to help maintain an

environment on campus where everyone is accepted and respected.

You are a faculty or staff member and a Safe Zone Ally. A student stops by and asks to talk to you. She saw your name listed on the Safe Zone website. One

of her professors has made homophobic rematks on several occasions during class. She finds these comments extremely offensive but is intimidated by the

t hou

ght of discussing the situation with the professor. She is
Thank her for having the courage to come talk to you. Allow her to explain what happened and how it made her feel. Assure her that her feelings
are justified: comments are considered inappropriate if others find them offensive, even if they were not intended to be. Print a copy of the Guide to
Handling Harassment for Students. Go over the handout with her and explain that there are Designated Harassment Resource Persons who handle
these situations. Explain that there are two options for reporting harassment: informal and formal. Tell her that you can pass along an informal
report to the appropriate DHRP with a summary of what has happened and the name of the professor. The DHRP can then meet with the
professor to let him/her know that a student finds these comments offensive so the professor can avoid making the same type of comments in the
future. Explain that with an informal report no formal complaint or sanction would be made against the professor, but a record of it would be on
file in case future incidents occur. If the student wants you to pass along an informal report, ask her if it is okay to include her name in the report in
case the DHRP has questions. Assure her that her name will not be disclosed to anyone other than the designated harassment resource person, and
that no formal complaintorinve st i gati on will occur. Including the student

designated harassment resource person needs to contact the student to for information. If the student is not comfortable with her name being

S

included in the report, then leave it out. Explain that the student also has the option of filing a formal complaint. Help her locate the name and
contact information of the appropriate designated harassment resource person on the Guide to Handling Harassment for Students handout. If the
student indicates that she would like to file a formal complaint, you can do one of two things: you can go ahead and call the DHRP and provide a
brief summary of the situation while the student is still present; that way the DHRP can go ahead and talk to the student and get her contact
information and/or schedule an appointment to meet with her later; or you can tell the student that you will go ahead and email an informal report
to the DHRP to let him/her know about the situation and that the student will get in touch to file the formal complaint. Ask the student if it is okay
to go ahead and include her name in your informal report. If the student is not comfortable with her name being included in the report, then leave it

out. After the student leaves, email your informal report to the designated harassment resource person.

n

n a

You are a faculty member and a Safe Zone Ally. You are teaching an American Lit class and you have asked your studentstoread —Song of My s e |
Whit ma n . During your discussion of the poem, one student raises
Mai ntaining your calm, explain to the student t h erh,yowaiiculioas Wh i
about why he chose the word —fagl when posing his (ipeeesettilfgon .

You
depa

want, you can open this conversation up and ask the class to consider other words used to label gay people and what the connotation of such words
are. [For detailed information about handling this situation—and preventing it from happening in your classroom—refer to the Preventing and
Dealing with Homophobia in the Classroom handout.] Remind students that the words they use can sometimes offend others, even if they did not
intend to do so. Also remind them that the classroom is a place where everyone should feel comfortable, so ask them to consider the way others

might respond to the words they use before they use them.

hi

are a faculty or staff member and a Safe Zone WAlilkhat Asheceéoes

rt ment i s Sheeoduldliketepatiyipatd itf ShfeeZnnd thaiying But is reluctant to do so. What is your response?
Thank her for having the courage to come talk to you. Allow her to explain why she feels this way. Explain that participation in the program is in no

t
A

wayan indication of an Ally*'s sexual orientation. Oftdg@imorheto hav

have Safe Zone do a departmental training session for faculty and staff. Explain that this email can be sent as an innocuous invitation that is being



offered to departments across campus. Suggest that she mention the program at the next department meeting and ask if anyone in the department is
trained or is planning to be trained (if she feels comfortable doing so). Invite her to come talk to you again if the environment becomes in any way
hostile.

You are a faculty or staff member and a Safe Zone Ally. A student stops by and asks to talk to you. He has seen the sticker outside your door. He lives on

campus and has recently come out. Several of the guys on his hall have been verbally harassing him since then, and he has come back from class on several

occasions to find obscene drawings on the message board outside his door. He wants very much to report this harassment b ut i sn‘t sur e

What is your response?
Thank him for having the courage to come talk to you. Allow him to explain what happened and how it made him feel. Acknowledge that such
feelings are legitimate. Print a copy of the Guide to Handling Harassment for Students and go over the handout with him. Explain that he can report
this by going to the Office of Student Judicial Affairs or by going to his community director. If he would rather handle the situation within housing,
find out who his community director is and go ahead and call the CD to explain the situation so the CD can talk to the student and schedule a time
to meet with him. [You can look up the contact information for the CD on the HRC website or in the campus directory.] If the student would
rather handle the situation through Judicial Affairs, go ahead and call their office. Make sure the report gets passed along to one of the two reporting
channels.

You are a faculty or staff member and a Safe Zone Ally. A student stops by and asks to talk to you. He has seen the sticker outside your door. He believes that

one of his professors gave him a low grade on his research paper because he argued that gays should be allowed to adopt. Hedoesn‘t f eel t he

i sn' t tls tafi d®abaudita@What is your response?
Thank him for having the courage to come talk to you. Allow him to explain what happened and how it made him feel. Explain that grades are
subjective and only the professor can explain how the grade was determined. Suggest that he discuss the paper with the professor in a non-
confrontational way (such as asking the professor to explain the problems with the paper so he can understand them and avoid making them again)
and see what the professor has to say. Ask him to let you know how it works out if he does decide to talk to his professor about it.

You are a faculty member and a Safe Zone Ally. A student from one of your classes comes by to talk to you during office hours. She tells you that during a

f

recentsmallg r oup di scussion of an article about gay marriage, tstse nouvermnta

and —it makes me sick to even think about i tlsybuthshesringehesdicdmmeht Bade hen
very angry but she didn‘t feel it was her pl aceistoxrespoassy anyt hing
Thank her for having the courage to come talk to you. Allow her to explain what happened and how it made her feel. Acknowledge that such
feelings are legitimate. Explain that you want your classroom to be an environment where everyone feels comfortable to speak freely, but not to
offend others. Assure her that you will handle the situation in a way that does not call attention to either her or any other students in the class. An
effective way to handle this situation would be to explain to your students at the beginning of the next class that all comments made during class—
whether in response to a question, as part of class discussion, or during small group discussions—are expected to be relevant, constructive to the
conversation, and phrased in such a way t halfreqdirdstedynts @ @ad 6r Hiscus f f
material that they have very strong ideas or beliefs about, but that students are expected to approach such readings or discussions in the manner
instructed. [For detailed information about preparing students for such readings and discussions, see the Preventing and Dealing with Homophobia
in the Classroom handout.]

You are a faculty or staff member and a Safe Zone Ally. A student stops by and asks to talk to you. She saw your name listed on the Safe Zone website. She

y 0o
t

en

has recently come out to her parents and they havéutskseabehmedgtyg.

hopeless and is thinking about dropping out of school. What is your response?
Thank herforhavi ng t he courage to come talk to you. Allow her tyou ex
would |ike to help her but that you aren‘t a tr aebBe&throughfifen s e
Zone training and are very supportive. Ask her if it would be okay for you to call the Counseling Center and get someone on the phone to talk with
her. [Contact information for the Counseling Center is listed on the Campus Resource List handout.]

Sample RA Scenarios and Responses

A few incidents that you might observe for yourself as an RA:

You are walking down the hall behind two of your residents who are having a conversation. During the course of the conversation, one of the residents uses
the expression —that‘s so gay.l What is your response?
A good way to handle this situation is to tell tdiresidefitsearsthdebyn t
create a hostile living environment. It would be helpful to explain to the resident that at any given time another resident might be walking down the
hall and that resident might self-identify as gay or have a friend or family member who is gay, and that resident might then feel offended or harassed
by the use of the expression. Remind the resident that all residents are responsible for maintaining community living standards, which means

maintaining an atmosphere that promotes social awareness, social appreciation and acceptance of those who may be different from them.

You are working at the front desk and two of your residents are having a conversation in the lobby while they wait for a third resident to join them. During the

course of the conversation,t ome oUdch hae frese.ildeWhast tied |ysourher s themrs

pl
I o



A good way to handle this situation is to tell tdiresidentsearslihdeBynt w
create a hostile living environment. It would be helpful to explain to the resident that at any given time another resident might be walking down the

hall and that resident might self-identify as gay or have a friend or family member who is gay, and that resident might then feel offended or harassed

by the use of the expression. Remind the resident that all residents are responsible for maintaining community living standards, which means

maintaining an atmosphere that promotes social awareness, social appreciation and acceptance of those who may be different from them.

You are walking down the hall and you notice that sdsoaWiates foer redpoass? t ap
First, remove the sign so -Hudepitifotthe pup@eofddcimenertdm Nekt, Balld t© thetrediden®@vfhdsee n d
door the sign was taped to. It is important to try to determine if this incident is a random act of vandalism or the patticular resident has been
targeted for harassment. You need to find out from the resident if this is an isolated incident or if similar incidents have happened before. You
should also ask if the resident knows or suspects who might be responsible. Avoid asking questions that might force the resident to come out, such
as —I s thewyesameomeaswon!|lwhwrite the word _fag' on your door 2l
Whether or not the resident is gay is not the issue; neither is why the perpetrator chose to hang the sign. The issueisthe f a ¢t t hsgpikesende h €
is offensive, creates a hostile living environment, and can be perceived as harassment. Once you have spoken to the resident, report to your CD who
will then determine what to do, which may involve holding a meeting of the residents to go over the community living standards.

You are walking down the hall and you notice that someone has vandalized a flyer for SDS (Students for a Democratic Society) that is hanging on a bulletin

board in the common area. The flyer features the image of Barack Obama, and someone has written the phrase
forehead. What is your response?
First, remove the fl yer s o—butk&gditfok the puipos€osddctinfentaton. I b situfititndike thio—whede f e n d

the incident is not potentially the targeted harassment of an individual resident—the issue is that the vandalism is offensive and ctreates a hostile
living environment—which can make individual residents feel harassed even though they were not directly targeted. Report the situation to your CD
who will then determine what to do, which will likely involve holding a meeting of the residents to go over the community living standards.

You are in the elevator and you notice that someone has writtenthewo r d —f agll on t he el evator wall
First, document the vandalism (you can take a picture of it, but do not distribute the photo to anyone outside the chain of command for HRC).
Next, cover the vandalism so t ha peafiyet oveliof@® hemonient)oyantCD iniphtivent tb sée the f f e
vandalism firsthand. In a situation like this—where the incident is not potentially the targeted harassment of an individual resident—the issue is that
the vandalism is offensive and creates a hostile living environment—which can make individual residents feel harassed even though they were not
directly targeted. Report the situation to your CD who will then determine what to do, which will likely involve holding a meeting of the residents to

go over the community living standards and will definitely involve the permanent removal of the vandalism from the elevator wall.

You are in the elevator and you notice that s 0 meheiufeoffbe 6fyoutfedidénds)e N —
First, document the vandalism (you can take a picture of it, but do not distribute the photo to anyone outside the chain of command for HRC).
Next, cover the vandalism so t h aapeafiyet oveliof® hemontent)oyantCD iniphtivent tb see the f f e

vandalism firsthand. Next, talk to the resident whose name was used as part of the graffiti. It is important to try to determine if this incident is a

random act of vandalism or the particular resident has been targeted for harassment. You need to find out from the resident if this is an isolated

incident or if similar incidents have happened before. You should also ask if the resident knows or suspects who might be responsible. Avoid asking
guestions that might force the resident to come owwy sSwoh ?ds o
you have any idea why someone woul d have do heiswhyhhe sBelratoMiibe o h e r
graffiti this particular expression on the elegtgahdsedivingval | . The
environment, and can be perceived as harassment. Once you have spoken to the resident, report to your CD who will then determine what to do,

which may involve holding a meeting of the residents to go over the community living standards and will definitely involve the permanent removal

of the vandalism from the elevator wall.

A few incidents that might be reported to you by one of your residents:

One of your residents comes to you to report that hals@daéaitisahe wheoft e —
the resident who is reporting the incident.)
First, ask if the vandalism is still on the elevator wall or if the resident already removed it. If it is still there, document it (you can take a picture of it,
but do not distribute the photo to anyone outside the chain of command for HRC) , and then cover it so tha
(you can tape a flyer over it for the moment); your CD might want to see the vandalism firsthand. Find out from the resident if this is an isolated
incident or if similar incidents have happened before. You should also ask if the resident knows or suspects who might be responsible. Avoid asking
guestions that might force the resident to come olutgr s«bd yasu
idea why someone would have done this?lIl Whether rchosothgraffihe r e
this particular expression on the el ev amke,Etreatsw ahbstileliving davlronthest,gnd € |1 S
can be perceived as harassment. Once you have spoken to the resident, report to your CD who will then determine what to do, which may involve
holding a meeting of the residents to go over the community living standards and will definitely involve the permanent removal of the vandalism
from the elevator wall.



One of your residents is openly gay and comes to you to report that for the last week he has returned from class to find obscene drawings of a gay/sexual
nature on the message board on his door.
First, ask if the vandalism is still on the message board or if the resident already removed it. If it is still there, document it (you can take a picture of
it, but do not distribute the photo to anyone outside the chain of command for HRC), and then either erase it from the message board or remove
the message board so that it doesn't continue t o oonfthedidnti@ny on
this is an isolated incident or if similar incidents have happened before. You should also ask if the resident knows or suspects who might be
responsible. Once you have spoken to the resident, report to your CD who will then determine what to do, which may involve holding a meeting of
the residents to go over the community living standards

Joe and Brian are first-year students who have been friends since the beginning of fall semester. They live two doors down from each other in the same
residence hall. Just before Thanksgivingb r eak, Joe came out to Brian. Brian was surprised
Brian felt uncomfortable around Joe and now makes harassing comments whenever he passes Joe in the hall. Joe comes to you to report this.

Explain to Joe that in a situation like this—where one resident is targeting another resident for harassment—the situation is handled by the CD. Tell

Joe that you will report the situation to your CD and the CD will get in touch with Joe. Assure Joe that UA takes incidents of harassment very

seriously and that such behavior is inappropriate and will not be tolerated.

One of your residents comes to you to tell you that he is uncomfortable with his room assignment because his roommate is gay.
Allow the resident to explain how he feels, and be respectful of his feelings. Explain to the resident that in situations like this—where a resident is
requesting a new room assignment—the situation is handled by the CD. Tell the resident that you will report the situation to your CD and the CD
will get in touch with him/her.



Additional

Educational
and Reference

Materials

| do not have to be a woman to b
an Asian, an African American, a Latino, or Native American to believe in civil
rights. I do not have to be gay to believe in gay, lesbian and bisexual rights. But

I do have to be a human being to believe in human rights.

—Source Unknown



Common Questions

Source: Safe Zone Resource Guide, Florida State University Ex c er pt ed from —Straight Talk about Ho

What is homosexuality? Homosexuality is the capacity to feel love and sexual satisfaction with someone of the same gender. Typically people think it is

unnatural and not normal. This is not the case. Little research has been done to indicate what reason might be associated with being gay.

What causes homosexuality? Th e actual facts that determine sexual ori ent iantadomisn ar e
predisposed at birth or established at a very early age. While these primary affectional inclinations may not be recognized or acknowledged for many years,

once established, they tend not to change substantially. Some believe that it might be genetic, meaning that it is inherited. Others think it might have something

to do with the chemistry of the baby in the womb.

How many gay men and lesbians are there’ Th e Ki nsey I nstitute research, ¢ 0n thitely,depefidingon t he
location, 10% of the population is lesbian or gay. Though some researchers believe this estimate to be too high or too low, it is safe to assume that lesbians
and gay men constitute a significant minority group. Consequently, even though we may not be aware of their sexual orientation, most of us know someone
who is | esbian or gay. The vast majority of | e simitansonlya fevdtrugedfyiendie n

Is homosexuality immoral? Many religious traditions have taught that homosexuality is immoral. These condemnations are based primarily on a few isolated
passages from the bible. Historically, biblical passages taken out of context have been used to justify such things as slavery and the inferior status of women.
Many theologians and clergy are now looking at sexual relationships in terms of the love, mutual support, commitment, and the responsibility of the partners
rather than the gender of the individuals involved. Currently, many LGBTQ religious groups and congregations are open, accepting, and supportive of the gay

community.

Why do gay people need Gay Rightslaws—i s n* t t hat as ki @agrights s dosigt gve [IGRTQ pdople bpacihl prigileges. OrPthe
contraty, gay civil rights laws are consistent with the traditional American belief that all people are entitled to such basic necessities as employment or housing

without fear of discrimination. Currently no federal protection exists for LGBTQ individuals who are discriminated against.

When do gay men and lesbians first know? There is no set age at which a person becomes aware that he or she is lesbian or gay. Some LGBTQ people become
aware of their sexual orientation during adolescence. Because of the strong
societal pressure to be heterosexual, however, some people do not realize that
a heterosexual lifestyle does not meet their needs or feelings until later in life,

perhaps even after they have been married for years.

Can you tell if people are gay or lesbian by their appearance? No. Lesbians and

gay men are as varied in their dress, mannerisms, and styles as are

heterosexuals. Despite this diversity, many stereotypes persist about the

effeminate man or the masculine woman. Although some gay people do adopt

these styles, the overwhelming majority of lesbians and gay men do not

conform to these stereotypes, and their sexual orientation is invisible to the
general public. We only —seel thos
who dress in the clothing of the opposite sex are cross-dressers. The vast

majority of cross-dressers are heterosexual, not lesbians or gay men.

Do lesbians and gay men hate the opposite sex? No. Lesbians are lesbians
because they form loving relationships with women, and gay men are gay men
because they form loving relationships with men, and neither forms these
relationships because they hate the other gender. Many lesbians have close

male friends and many gay men have close female friends.

Do lesbians and gay men want to be the opposite sex? No. Lesbians and gay

men do not want to be the opposite sex. Within the gay community, there are

many who have challenged and discarded stereotypical sex roles but this does

not mean that they want to be the other gender. Gayness involves celebration

and affirmation of one‘s gender, n

Is homosexuality healthy St udi es have shown that
. hasno bearing on their mental and emotional stability. In one landmark
research project, mental health professionals were unable to distinguish between homosexuals and heterosexuals in terms of functionality, stability, and

creativity. In 1973, the American Psychiatric Association removed homosexuality from the official listing of psychiatric disorders.



Il s being &Eayx h—rcatltualel defines what is —matwurall or —mormall to fi
homosexuality has existed since the earliest of human societies. Anthropologists report that lesbians and gay men have been part of every culture, that in many
cultures bisexuality is the norm, and that in some societies homosexuality is very common. Lesbians and gay men are represented in every socioeconomic class,
educational level, and race. It is often said that homosexual behavior is not natural because the purpose of sex should be reproduction. In addition to the fact

that most heterosexual encounters are not intended to produce children, homosexual relationships, like heterosexual relationships, consist of much more than

just sexual encounters. A homosexual identity involves both an emotional commitment to people of the same gender and membership in a community.

Do gay men and lesbians have long-lasting relationships? Yes, long-standing relationships are common. The difficulty, when compared to heterosexual

relationships, however, is that society (for the most part) disapproves of homosexuality. This disapproval puts an extra strain on gay and lesbian relationships.

Should gay men and lesbians be barred from certainjobs? Sexual ori entation does not affect one's |
LGBTQ individuals should not be allowed to hold certain positions such as teacher, foster parent, soldier, counselor, religious leader, or police officer. They
fear that LGBTQ individuals are sexually irresponsible and less trustworthy than heterosexuals. In fact it is well documented that the overwhelming majority of

those who molest children are heterosexual men. These beliefs are based on prejudice and ignorance rather than on accurate information.

Won*t gay par en tReseathehds showh thatechildren d&f lesbiad or ghygpaterts are no more or less likely to become gay or lesbian than the
children of heterosexual parents. Most gays and lesbians had heterosexual parents. LGBT individuals are as likely to be good parents as heterosexual parents.
Of course children growing up in non-traditional families may face a certain amount of social prejudice, but such challenges can be empowering for children if

they have love and support. Lesbian and gay families are one of the many diverse family types that exist.

Do homosexuals spread AIDS? No. AIDS is spread by the HIV virus. So far in the US there are certain groups who have been disproportionately affected by
AIDS, but people who practice unsafe sex or shared needles while using drugs, is putting themselves at risk. Many are misinformed and blame AIDS on
different groups — gay men, bisexual men, people of color, IV drug users, and people from Haiti, etc. The gay community has been an inspiration because of

the courageous and powerful way it has responded to this human tragedy.

Faculty Resources on LGBTQ Issues

From the American Association of University Professors:
The following web sites offer a lot of relevant and relatively current information about gays, lesbian, bisexual and transgendered people in the academy,
including students, staff, and faculty. While the AAUP cannot ensure the accuracy or reliability of the information offered by these independent sites, we offer

these links for yout convenience. http://www.aaup.org/Issues/glbt/glbtres.htm

Overviews
One of the most comprehensive sites is: http://www.indiana.edu/~glbtpol/home.html. The pagei ncl udes a | i nk for —Acaden
checking out is the Queer Resoutce Directory: http://qrd.tcp.com/qrd/.

The Lambda Defense and Legal Education Fund can be fentidadi bhtatrpgil
a wealth of current information on the laws in effect at state and municipal levels on issues such as discrimination, domestic partnerships, legal briefs, and a

variety of helpful on-line publications.

The American Civil LibertesUnion | aunched t he —Gb-dtep ghidf tnthdwlto arpué for pnend fo discrifvinaoh, €., regarding

benefits), and contains a lot of common sense. http://www.aclu.org/getequal/disc/towns.html

Directories

The E-Directory of LesbigaySch ol ar s is currently maintained by Louie Crew -athe RuUt ge€
names, publications, scholatly interests, institutional affiliation, and contact information for other scholars in the atea of gay and lesbian studies, and queer
studies. While approximately 700 entries are —pubduncedul you must b

Legislative Resources
Current federal legislation of interest to the Gay, Lesbian, Bisexual, and Transgendered Community as reflected in the agenda of the Human Rights Campaign.
http:/ /www.hrc.org/Content/NavigationMenu/HRC/Get_Informed/Federal_Legislation/Index.htm

See also —Legislating EqualityBiAeRewilewnadf Teawsghinfdectidnd®PeGpy e L
provided by the National Gay and Lesbian Task Force Policy Institute at http:/ /www.ngltf.org/library/index.cfm

Employment and Benefits
The Worknet Page on the Human Rights Campaign website http://www.hrc.org/ contains information on a variety of work-related issues, (e.g., lists of
employers--including colleges and universities--with nondiscrimination policies), a database on state and municipal laws regarding nondiscrimination in the

workplace)



The Institute for Gay and Lesbian Strategic Studies has a spreadsheet calculator for estimating the costs of domestic partner benefits at: http:/ /www.iglss.org/

Organizing

The National Gay and Lesbian Task Force Policy Institute has placed many of its publications and organizing manuals on-line. Four of the best include:
Transgender Equality: A Handbook for Activists and Policymakers (June, 2000), The Domestic Partnership Organizing Manual for Employee Benefits (June,
1999), and LGBT Campus Organizing: A Comprehensive Manual (January, 1996): http:/ /www.ngltf.org/library/index.cfm

Educational Programs
John Younger's page I|listing | /g/b/t and queer st udin&ecrelepnttolhgghea ms
education: http:/ /www.people.ku.edu/~jyounger/lgbtqprogs.html.
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