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OVERVIEW 
 
 
Infinity Health Systems (“IHS”), is a boutique health claims software company (pseudonym) 
with headquarters located in Arizona.  IHS provides a variety of services encompassing the 
entire gambit of complex healthcare transactions and processes from enrollment, authorizations, 
case management, adjudication, billing, and reporting.   
 
For the past year, I’ve provided paralegal services, on a contract basis, for IHS, where my work 
entails the drafting and negotiation of software license agreements along with conducting legal 
research on pending state and federal regulations to determine potential impact on IHS services.   
 
In connection with this Change Project, I’ve assumed additional responsibilities to ensure IHS is 
conducting its business in compliance with EEOC regulations by conducting a review and 
analysis of the Company’s internal anti-harassment policies and procedures.   
 
This report is a narrative overview of my efforts over the past 8 weeks to adapt IHS anti-
harassment policies and procedures into a transformative digital learning experience.  Due to the 
confidential nature of these matters, pseudonyms are used in this report.   
 

 
PROBLEM 

 
IHS has built a solid reputation in the healthcare claims industry of providing exemplary service 
and support to its clients and takes great pride in the professionalism and creativity of its 
employees.  IHS often partners with client technical staff and outside third-party vendors, and a 
need for change has surfaced in connection with IHS Stakeholders working with these outside 
business partners.     
 
While IHS has been able to cultivate a culture of professionalism within its organization, there 
have been minor incidents of harassment directed towards IHS Stakeholders by third-party 
vendor employees.  
 
I learned about these third-party incidents during the initial September 14th meeting I had with a 
member of IHS’ Executive Team (“Executive Stakeholder”) to discuss my change proposal to 
develop and implement a harassment prevention training program.  During that meeting, I was 
informed that the third-party incidents were not sexual in nature, occurred off-site, and had since 
been resolved.  Those revelations revealed a second problem, a potential learning gap at the 
executive level, as harassment does not imply that the unlawful conduct is sexual in nature 
(Flake, 2017). 
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We discussed the existing anti-harassment policies and procedures in place if those minor 
incidents had escalated and agreed to meet in early October to discuss the implementation phase 
of the Project.   
 
Based on this initial meeting, I quickly identified two key issues:   
 

1. Need for a thorough review of IHS’ anti-harassment policies to ensure they provide the 
strongest protection against claims of third-party harassment; and 
 

2. Need to develop Harassment Prevention Training prototypes. 
 

 
INTERVENTION 

 
With the increased media and public attention on harassment, companies cannot turn a blind eye 
to third-party harassment.  In fact, EEOC regulations states that employers have obligations to 
their employees aside from those that arise between co-workers and/or supervisors and 
employees (Flake, 2017). 

 
In consideration of the short window of time to complete this Project, I chose an agile approach 
using a Rapid Content Development framework (Training Industry, 2018)  (a/k/a Rapid 
Application Development “RAD” Framework) that would allow me to quickly develop training 
prototypes based on IHS’ existing anti-harassment policies and procedures and receive quick 
feedback on my work via internal surveys in order to measure the predicted effectiveness of 
the training prototypes (Tripp & Bichelmeyer, 1990). 
 
 

 
 
Figure 1: Illustration of RAD Framework by WaveMaker, 2018, https://www.wavemaker.com/rapid-application-development-model 
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The goals of the intervention were as follows:   

• Focus on the issues and learning gaps related to third-party harassment. 

• Visually communicate my ideas via authentic digital content. 
• Implement and test prototypes.   

• Empower positive change in the workplace. 
 
Guided by Mezirow’s transformative learning theory, to use a prior interpretation to construe a 
revised interpretation “in order to guide future action”(Mezirow, 2003),  I emphasized that the 
training prototypes would be designed to be a transformative way of educating employees on 
how to recognize inappropriate behavior and harassment and how to intervene to stop it without 
fear of retaliation or retribution.  Further, I would ensure the training prototypes provided clear 
examples of the differences between bad behavior and unlawful conduct in addition to 
reemphasizing the culture and values of IHS.   
 
I believe on-demand learning is the answer for transformative learning experiences. And while 
technology enabled learning solutions have higher upfront costs than conventional training 
methods, on-demand learning ensures a greater impact to a larger audience more quickly 
(Hartley, 2000).   
 
The learning goals I proposed for the training prototypes are as follows:    
 
 

Training Module 1 Training Module 2 

How to recognize 
harassment.  Learn how to 
spot different types of 
harassment so you can stop it 
when you see it.   

How to intervene against 
harassment when you see it.  
Learn effective intervention 
techniques to help stop 
harassment. 

 
 
With a proposed intervention in place, I turned my attention to creating a project timeline and 
developing an evaluation plan designed to measure the perceived effectiveness of my training 
prototypes.   
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PROJECT TIMELINE 
 

 
September 14th  Initial meeting with Executive Stakeholder regarding Change Project 
 
September 17th – Start conducting research for prototypes and review of existing anti - 
September 28th   harassment policies and procedures  
 
October 1st Meeting with Executive Stakeholder regarding proposed Intervention 

and Learning Goals 
 
October 3rd  -  Research on tools to create Prototypes  
October 5th  
 
October 8h Develop Evaluation Plan 
 
October 17th   Meeting with Executive Stakeholder regarding creation of prototypes 

and obtain approval to implement Evaluation Plan*  
 
November 7th Obtained Executive Stakeholder approval to conduct in-person 

meetings  
 
November 13th -    Conduct additional research and in-person meetings  
November 15th  
 
November 16th  Gather findings and prepare Change Project Report  
 
 
*milestone not achieved 
 
 

 
POTENTIAL ISSUE/NEW PROBLEM 

 
 
In a follow up meeting on October 17th to discuss the prototypes and Evaluation Plan, I began to 
sense some hesitation from the Executive Stakeholder about the Project, so I brought up my past 
work experience assisting HR departments in the complex process of due diligence review and 
investigation of internal harassment complaints and how this relevant experience qualified me as 
a subject matter expert for this Project.  I explained that many of those complaints revealed that 
harassment often continues due to the fear of retaliation or retribution that becomes the driving 
force that discourages an employee to do the right thing and speak up when they suspect, witness 
or become the victim of harassment.  I emphasized that the learning goals identified in the 
Intervention specifically addressed these critical issues.   
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The Executive Stakeholder continued to express concerns over the complex nature of the Project 
and my request to purchase software to create the prototypes and asked that I put a hold on any 
efforts to create the prototypes until she conducted a brief cost-benefit analysis.  This decision 
presented a new problem as I had already invested significant time in the Project and had 
prepared the Evaluation Plan, including the use of internal surveys, to measure to effectiveness 
of the training prototypes. 
 
 
Once again, I was guided Mezirow’s Learning Theory to take time for critical reflection of this 
new problem.  Later in the day, I realized the mistake I made going into the meeting and 
assuming that I would receive the Executive Stakeholder’s approval to quickly develop and 
implement the prototypes.  After all, this training initiative didn’t come from the top down to me.  
I was hired as a contract paralegal, not an Instructional Designer.  From a business perspective, if  
I were in her position, I would have made the same decision to put a hold on this Project.   
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EVALUATION PLAN 
 
As previously mentioned, a key component of the Evaluation Plan would be the use of surveys to 
gather pre-implementation data to determine if prototypes of a harassment prevention training 
program would be effective in changing attitudes and behaviors.  I selected this classic method of 
data collection because of the speed, flexibility and ease to quickly measure and validate the 
strength of the Project.   
 
At the time of this report, I am waiting for Executive approval to create and implement the 
training prototypes and conduct a survey with 8 team members, from diverse backgrounds, who 
have expressed an interest in helping me with the Project.  Due to the sensitive nature of the 
information collected, once I receive the necessary approvals, I will use TypeForm, a service 
company that specializes in encrypted survey software solutions.   
 
Data collection from the surveys and follow up face-to-face meetings will become a top priority 
to ensure that the training prototypes will be recognized by these 8 teams members as a highly 
valuable harassment prevention training tool.   
 
 
 

FINDINGS 
 
 
In an effort to keep the project moving forward, on November 7th I sent an email to the Executive 
Stakeholder informing her that I was nearing the deadline to submit my Project and requested 
approval to conduct in-person meetings with IHS Stakeholders who had expressed interest in  
helping me with the Project.  I received immediate approval on my request and started 
conducting the in-person meetings the following week.   
 
During these meetings, the majority of these Stakeholders were very receptive to the idea of 
implementing a harassment prevention training program.  In fact, one team member felt 
compelled to share their own personal story regarding harassment at a previous workplace and 
offered suggestions on other topics they thought would add value to the prototypes I created for 
this Project.     
 
Finally, my efforts aligned in a positive direction with Everett Roger’s Innovation-Decision 
Process Model where I was able to pass on knowledge and benefits of the innovation (training 
prototypes) to IHS stakeholders to form a positive attitude toward the training prototypes as it 
was perceived better than the existing content-based anti-harassment policies and procedures and 
was consistent with IHS’ existing values and needs (Surry and Ely, 2007).   
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Figure 2: Edited illustration of DoI Stages.jpg. (2018). Retrieved from https://en.wikipedia.org/wiki/File:DoI_Stages.jpg 
 

 
These findings also highlighted the new problem, resistance to innovation.  Taking into 
consideration that I received immediate approval to conduct the in-person meetings, I believe the 
Executive Stakeholder’s resistance to the innovation (training prototypes) is due to budget 
concerns and  “legal issues” rather than any  “personal barrier” (Reiser, 2018). 
 
 

CONCLUSION 
 
Implementing change in the workplace can be a challenging yet valuable learning experience.  
While I was not able to obtain the approval needed to create and implement my training 
prototypes, I’m pleased with my overall efforts to facilitate change at IHS.   
 
Through critical reflection, I’ve come to recognize the achievements made through my efforts; 
specifically, through analysis, I was able to identify learning gaps related to third-party 
harassment and through empathy, I was able to bring awareness and start a dialogue about the 
need for change and action at IHS. 
 
As previously stated, I was hired by IHS to work as a contract paralegal, not an Instructional 
Designer. Therefore, my efforts to facilitate change by creating and implementing harassment 
training prototypes for IHS within an 8-week window was not only ambitious but far too 
complex of a project to complete without the support of a L&D team.  
 
It is my sincere hope that I will have another opportunity in the ILT program to continue with my 
adult learning endeavors to adapt content into transformative digital learning experiences.   
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