
jokes, suggestions, or derogatory remarks of a sexual nature; Inappropriate or 

unwelcome physical contact such as pats, squeezes, deliberately brushing against 

someone’s body, or impeding or blocking a person’s normal movement; Posting 

sexually suggestive or derogatory pictures, cartoons, or drawings at one’s 

workstation or in common areas, or sending them through email or text messages; 

Unwelcome sexual advances or pressure for sexual favors; Basing employment 

decisions (such as promotions, evaluations, or assignments) or access to court 

services on a person’s acquiescence in the sexually harassing conduct.90 

We have found no evidence that such policies, or their wording, affects judges’ or lawyers’ 

actions. We support the adoption of such policies; but we make no claim that they can really 

address the roots of the problem.   

VI. Recommendations

• To develop a more inclusive and respectful work environment, the judicial branch and its

leaders should take explicit steps to promote equity, diversity, and inclusion, and to foster a

culture that values individual differences in age, gender, sexual orientation, gender identity

or expression, disability, race, and ethnicity.

• The judicial branch should deliver regular workplace harassment prevention trainings that

drive real changes.

• The judicial branch and its leaders should follow best practices to design and deliver

prevention trainings for all types of workplace harassment, including harassment based on

gender, race, ethnicity, or LGBTQ+ status.

• These trainings should focus on changing behavior, not on changing beliefs. Anti-harassment

programs should encourage the support of certain populations that are more likely to

experience workplace harassment than others (including, but not limited to sexual and

gender minorities; women; Black, Indigenous, and employees of color). These training

90 Id. 
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programs should be evaluated to determine whether they are effective and what aspects of 

the training(s) are most important to changing culture.  

• To improve transparency and accountability, the judicial branch and its leaders should be as

transparent as possible (while respecting the rights of the accused person) about how they

are handling reports of workplace harassment. Decisions regarding disciplinary actions, if

required, should be made in a fair and timely way. This accountability can ensure that

the court workforce feels supported by their organizations, because perceived

organizational support is significantly associated with lower rates of workplace harassment.

• To measure progress, the judicial branch and its leaders should work with researchers to

evaluate their efforts to create a more diverse, inclusive, and respectful environment.

Conducting regular surveys will help to track whether planned processes have

been implemented and whether an anti-harassment policy is producing the desired

effects. The survey methodology, when fully implemented, will enable the judicial

leadership to monitor the sustainability and effectiveness of the anti-harassment efforts.

The methodology should allow the branch to disaggregate the data by race, ethnicity,

sexual orientation, and gender identity or expression to reveal different experiences

across populations. The results of surveys should be shared publicly to demonstrate that

the branch takes the issue seriously.

• The Gender and Justice Commission should continue to develop programs to increase

the number of women, including women and other persons of color, in both the bench and

bar.

• The Gender and Justice Commission should partner with the associations representing

Washington courts and clerks' offices to educate and advocate for the adoption of the

Model Anti-Harassment Policy by courts across Washington. AOC should track the progress

on adopting the policy and should develop a method for evaluating outcomes of the policy.

• Every Washington court should publicize its procedure for filing complaints of sexual and

other types of discrimination and harassment, and include this procedure on its website.

• By not later than 2022, the Court Education Committee of the Board for Judicial

Administration should partner with the Gender and Justice Commission to develop a

training for judges on how to model and, if necessary, control their courtrooms in
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ways that immediately address inappropriate gender-biased conduct on the part of

attorneys and court personnel.  

• The Washington State Bar Association should identify (or convene stakeholders to identify)

ways to minimize barriers within the profession related to: pay disparity, promotion

opportunities, career complications, and workplace environment. The group should focus on

barriers related to age, gender, sexual orientation, gender identity or expression, disability,

race, ethnicity, family and care responsibilities, and the impact of the COVID-19 pandemic.
• 
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