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Good afternoon, everyone. We're glad you're here. We are grateful to the East Texas campus for hosting this training.

bathrooms location. Housekeeping etc.
Sign in sheet.






There’s room 
here for 
beginners 
and experts—
and both 
contribute.

Presenter Notes
Presentation Notes
If you’re brand new, this training may feel like a lot at first—like drinking from a fire hose - and that’s expected. 
Take what’s useful for you in your role.

This training is not legal advice; it’s guidance and best practices.�
If you’re have a lot of experience, we know many of you could teach this training yourselves—We learn from you and welcome your engagement.
�




Engagement
& Flexibility

Presenter Notes
Presentation Notes
If you need to step out, take a call, or stand at the back of the room to stay awake, please do – no offense taken. 
We recognize you all have jobs and bosses and things pulling you in a million directions. 
When you're here in the room, we ask that you be present and engaged so everyone gets the most out of our time together. 





8 THINGS YOU'LL LEARN 
TODAY
01 Understand your job as an investigator

02 Prep Work before the investigation

03 Know what evidence matters 

04 Develop better interview questions

05 Clarify Word Choices

06 Listen carefully and document 
accurately

07 Interview Techniques

08 Investigator Self-management
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Presentation Notes
Understand your job as an investigator.
  Be neutral, fair, and focused on facts—not taking sides or pushing outcomes.

2.  Prep Work before the Investigation

3. Know what evidence matters� Collect the right evidence and decide what it actually proves.

4. Develop better interview questions
 Build trust, stay neutral, and get clear facts without leading or pressuring people.

5. Clarify word choices

6. Listen carefully and document accurately� Write down what people actually say, not what you think they mean.

7. Interview Techniques

8. Investigator self-management
 investigator self-management, emotional carryover, decision fatigue, and burnout






Mentimeter

Presenter Notes
Presentation Notes

Mentimeter Poll Slide #1  "How would you rate your investigation skills?"




YOUR ROLE

IMPARTIAL

Check your bias.
Approach with humility.

DILIGENT

Thorough in gathering,
examining every angle.

CONFIDENTIAL

Handle sensitive information
responsibly and carefully.
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MENTIMETER POLL QUESTION #2    "WHAT BIAS DO YOU THINK INVESTIGATORS STRUGGLE WITH MOST?"

IMPARTIAL: Check your bias. Approach from humility. Even with frequent flyers – or someone who has been investigated previously and allegations substantiated. 

BIAS
We all have or own bias – it's Human Nature: People are naturally drawn to seek patterns and make judgements based on past experiences. 

This is often helpful in daily life, but in an investigation, it can distort facts and lead to biased work. 

Example: Status Bias – 
Example: The investigator may be more inclined to believe the account of a senior employee over a junior employee, simply because the senior employee holds a higher rank in the company.
Why It’s Important: Status bias can result in unfair conclusions, where the credibility of one party is automatically assumed to be higher than another based on rank or position alone.

DILIGENT
Be thorough in gathering and analyzing evidence, interviewing relevant parties, and ensuring that all aspects of the case are carefully examined. 

CONFIDENTIAL
Handle sensitive information responsibly and ensure that details of the case are not disclosed improperly.
This can be difficult on small campuses. People should be on a need to know basis. Not spread rumors and/or gossip.

(For reference – not to read aloud in class)
Other examples
1. Confirmation Bias
Example: An investigator may focus on evidence that supports their pre-existing belief or assumption about the case (e.g., assuming the accused is innocent or guilty based on their past behavior or reputation).
Why It’s Important: Confirmation bias can lead the investigator to overlook or discount evidence that contradicts their initial assumptions, resulting in an incomplete or unfair investigation.

2. Attribution Bias
Example: The investigator may attribute the reporting party’s actions to emotional overreaction or bias (e.g., "She’s just too sensitive") while dismissing the same behavior from the accused as “a mistake” or “miscommunication.”
Why It’s Important: This bias can lead to unequal treatment of the individuals involved, undermining the fairness of the process.

3. Implicit Bias
Example: An investigator may unintentionally favor one party due to their own unconscious stereotypes or attitudes, such as favoring a person of their own socioeconomic background, age, or personality type.
Why It’s Important: Implicit biases are automatic and unconscious, yet they can shape the outcome of an investigation by affecting an investigator’s decision-making and interactions.

4. Victim-Blaming
Example: An investigator might ask questions that suggest the complainant “provoked” the behavior, such as, “What were you wearing when the incident happened?” or “Were you flirting with the person?”
Why It’s Important: Victim-blaming not only undermines the legitimacy of the claim but also discourages employees from reporting harassment, fearing they will be blamed for the behavior of others.












KNOW YOUR TIMELINE

7
business days

Complaint Filed

15
business days

Investigation Period

5
business days after report

Decision Issued

If additional time is needed, the investigator notifies the 
parties of an extension.
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32.01.02 
3.3 Complaints not covered by Section 3.2 must be submitted in accordance with the following: 
An employee “files” a complaint by completing a complaint form or by other means as provided by the system member and submit to the human resources office or the office designated by the member within seven (7) business days of the action that caused the complaint. A complaint delivered to the human resources office or designated office later than seven (7) business days of the action that caused the complaint may be deemed untimely filed and dismissed.

3.7 The designated administrator will have fifteen (15) business days to (a) review the complaint and provide a written decision to the human resources office or designated office, or (b) refer the complaint to an investigative authority appointed by the designated administrator for recommendation before rendering a decision. 2 3.7.1 If the designated administrator chooses to review and decide the complaint, the administrator must provide a written decision within fifteen (15) business days of the administrator’s receipt of the complaint. 3.7.2 If the designated administrator chooses to refer the complaint to an investigative authority, the investigative authority will have fifteen (15) business days to provide a report to the designated administrator. The designated administrator will review the investigation report and provide a decision in writing within five (5) business days to the human resources office or designated office.

3.7
2.1 If the employee has a representative, their role will be limited to being present and communicating only with the employee whom they represent. A representative will not otherwise participate in the process. 3.7.2.2 If additional time is needed for investigation and consideration of the complaint, the administrator notifies the human resources office or designated office of the need for an extension and the date by which a decision is made, and the human resources office or designated office notifies the complainant, supervisor and department head of the extension. Absent extenuating circumstances, the extension should not be for more than fifteen (15) additional business days.

3.8 The human resources office or designated office provides the administrator’s written decision to the complainant, respondent(s), and the complainant’s and respondent(s)’s supervisor(s) and department head(s) within five (5) business days of receiving the decision. This is the final decision on the complaint. 




BEFORE THE FIRST 
INTERVIEW

1

Review the
Allegation

Understand nature
of the complaint

→

2

Review Policies
& Regulations

Know the relevant
rules that apply

→

3

Create
a Plan

Outline steps,
order, timeline

→

4

Identify potential
evidence

Identify & preserve
all relevant 

material

→

5

Prep Interview
Questions

Tailor open-ended
questions per role
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How to Make a Plan for an Investigation:

Review/Understand the Allegations:
What to do: Review the initial complaint, report, or concern carefully. Understand the nature of the allegation.

Review Policies, Student Conduct rules and Regulations:
What to do: Familiarize yourself with the relevant company policies surrounding the issue

Create a Plan
What to do: Outline the key steps in the investigation, identify people for initial interviews (e.g., complainant, respondent, witnesses), identify potential evidence. 

Collect Evidence:
What to do: Identify and collect all relevant evidence (e.g., emails, texts, hiring documents, recordings, video footage Be aware of how long video is saved, card swipe access, meeting minutes) that may help clarify the allegations. Plan for how you’ll preserve this evidence and ensure its integrity.

Prepare Interview Questions:
What to do: Prepare open-ended questions designed to elicit detailed and accurate information from each party involved. Tailor questions to each interviewee’s role (e.g., complainant, respondent, witnesses).
Conduct follow up interviews as needed.




Remember This:
Review the 
allegations/ 
policies

Create a plan 

Collect evidence

Prep questions.
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Advisors
HR/Student 
Conduct
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Advisor info here for 32.01.02 Nonfaculty complaints/Student Conduct? 
If most in the room don't utilize advisors – skip and we can cover the following day in the civil rights slides.

Who Can Be an Advisor? ✅ 
Advisor is the party’s choice
Does not have to be an attorney

✅ Investigators do not vet advisors
No approval
No screening
No requirement they be “reasonable” or “helpful”

✅ What ‘not actively participate’ looks like in real life
Not allowed:
Objecting on the record
Answering questions for the party
Questioning witnesses (outside a live hearing, if applicable)
Interrupting interviews
Emailing the investigator on behalf of the party
Allowed:
Sitting silently
Passing notes
Requesting a short break to confer
Asking logistical or process‑clarification questions

Scheduling & Delay Expectations 
We don’t delay or schedule around an advisor
We don’t wait three weeks for an attorney

This is not punitive—it’s procedural necessity
Delaying for advisors creates inequity and exposes the institution to claims of favoritism.

Add:
The party’s availability controls scheduling
Advising parties they may proceed with or without their advisor
Documenting scheduling efforts





EMPATHY
WITHOUT
ADVOCACY
The Investigator's Balance

Stay emotionally neutral · Be curious, not 
convinced · Let evidence — not emotion —
drive decisions

Empathy

"I understand
how this feels."

Sympathy

"I feel bad
for you."

Presenter Notes
Presentation Notes
Mentimeter Poll Slide #3 "How confident do you feel distinguishing empathy from advocacy?"

What is the difference between empathy and advocacy?
Most people overcomplicate empathy unintentionally and drift into advocacy.

Empathy = “I understand how this feels.”�Sympathy = “I feel bad for you.”
Empathy means you recognize and acknowledge someone’s feelings without taking a side.
Sympathy means you emotionally align with them—and that’s where bias can creep in.

You can validate emotions without validating claims or conclusions.
Advocacy happens when an investigator:
Promises outcomes
Uses “we’ll make this right”
Sounds like they’re fighting for one party

Professional detachment does not mean:
Being robotic
Being uncaring
Being dismissive
It does mean:
Staying emotionally neutral
Being curious, not convinced
Letting evidence—not emotion—drive decisions











Remember This:
Acknowledge 
emotions

Stay neutral

Listen without 
agreeing
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MENTIMETER POLL QUESTION #2
"HOW CONFIDENT DO YOU FEEL DISTINGUISHING EMPATHY FROM ADVOCACY?"







SCHEDULE
Early Before memories fade

Fairly No one feels targeted

Privately Neutral, safe locations

Clearly State purpose and limits

Most interviews need 60–90 minutes Rushed interviews = missed information.
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Post at the end of discussion     MENTIMETER POLL QUESTION #4 "ON AVERAGE, HOW MANY MINUTES SHOULD YOU EXPECT A THOROUGH INTERVIEW TO LAST?"

Talk to people early and respect their time
Ask about availability up front.
Avoid last‑minute scheduling whenever possible.
Interview in the right order
Start with the complainant → then the respondent → then key witnesses.
Limit the Number of Witnesses to Interview – *Witness form – they use this?

Why?: You don’t need to interview every individual suggested by the complainant or respondent just because they mention them. Interview only those with direct, relevant knowledge.
This helps you understand the story before filling in details.

Be clear about what the interview is and isn’t
Explain the purpose, format, length, and confidentiality (including limits).
Clear expectations = better cooperation.
Protect privacy and neutrality
Use private, neutral locations.
Schedule fairly so no one feels favored or targeted.
Give enough time—don’t rush
Most interviews need 60–90 minutes.
Rushed interviews = missed or inaccurate information.
Move promptly, but allow flexibility
Schedule interviews soon to avoid memory loss.
Be flexible for health, caregiving, time zones, or accessibility needs.
Make it safe to participate
Remind participants retaliation is not tolerated.
HR follow up 30 days to deter retaliation? What is the best practice?





WHY WORD CHOICE MATTERS

INTERROGATING

"Why did you say that?"

"Why did you choose that 
approach?"

"Explain yourself."

F I N G E R  P O I N T

CONVERSATING

"What led you to say that?"

"Can you share your thought 
process?"

"Help me understand."

O P E N  D O O R
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Asking a good question can feel like pointing a finger or opening a door. 
The words we choose decide which one happens. 

As an investigator, we don't want the interview to feel like an interrogation, we want it to feel like a conversation. Certain word choices can help you with starting your conversation and keeping the information flowing throughout your interview. Here are some examples to show the difference in "interrogating" versus "conversating": This is important because you want to collect information, not demand it, and you want them to feel comfortable with you. Word choices matter and are important.
“Why?” questions can feel like a finger point: Interrogating� “Explain yourself.”
Reflective questions feel like an open door: Conversating� “Help me understand.”

When people feel pointed at, they defend themselves. We want them to stay focused on the information.�When people feel invited, they talk. They will provide more information.

When people feel accused, they go into defense mode, not thinking mode.
They shut down, get emotional, give short answers, focus on protecting themselves vs being honest.

What we want instead: 
For people to feel safe, reflect honestly, explain their thinking, give details, not excuses.

This isn't just about being "nice"
It's about getting accurate, useable information. The more information you can gather he more the dots get connected.

To do that, we swap "why" for curiosity language. 
Examples:
Instead of: “Why did you say that?” interrogating
Say: “What led you to say that?” conversating
Instead of: “Why do you think that happened?” interrogating or conversating?
Say: “What do you suppose caused that to happen?” interrogating or conversating?
Instead of: “Why did you choose that approach?” interrogating or conversating?
Say: “Can you share your thought process behind that approach?” Are we understanding the difference now?





Remember This:
• Questions signal either accusation or 

curiosity

• “Why” often feels like blame → 
defensiveness

• Curiosity language → psychological 
safety

• Safety leads to honest, useful information

• Swap “why” for how / what / can you 
share
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Presentation Notes
Do we have any questions about this or is there anything that you don't understand about using language to create a conversation versus using interrogating language?
Has anyone used the "Why" when interviewing someone before? 





Let’s 
Practice
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Presentation Notes






THEFT OF TIME: 
MOCK INTERVIEW

Roles: Investigator, 
Complainant, 
Respondent

Presenter Notes
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Post at the end of group discussion:   MENTIMETER POLL SLIDE #4 - "IN THE THEFT OF TIME SCENARIO, WHAT EVIDENCE IS MOST CRITICAL?"

Theft of Time: Mock Interview Scenario Script 

The goal is to determine:
What does policy require for timekeeping?
What happened based on objective evidence?
Is this a misunderstanding, misconduct, or both?

Breakout Group Task (10 minutes)
As investigators, discuss:
What facts are objectively supported by evidence?
What policies must be reviewed?
What evidence do you need to collect?
What explanations require follow‑up questions?
Is this more likely a misunderstanding, misconduct, or mixed? Why?

Available Information
Time records show consistent 40‑hour workweeks, no leave reported
Building access logs do not align with reported work hours
Supervisor has contemporaneous informal notes
No prior timekeeping discipline

Employee Response Alex states the time “balances out” by answering emails from home and says they were unaware this practice was not allowed.
�Key Evidence to Identify
Strong Evidence
Timekeeping records
Building access/badge logs
Supervisor’s contemporaneous notes
Supporting but Limited Evidence
Coworker statements
Employee explanations without documentation

Policies That Must Be Reviewed
Non‑exempt timekeeping requirements
Approval rules for remote/off‑schedule work
Lunch and break recording expectations
Progressive discipline standards

Facilitator Notes (Do Not Show Participants)
Prompt if needed
What evidence does not rely on opinion?
Does employee belief override written policy?
What role does employee classification play?
Listen for
Need to confirm non‑exempt status
Off‑clock work may itself violate policy
Pattern analysis using records, not assumptions
Lack of prior discipline may indicate misunderstanding





THE CURRENCY
OF CLARITY
Words are slippery. Two people can use the 
same word and mean two completely different 
things.
If they didn't say it, don't use it.
You are expected to ask the hard 
questions.
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Mentimeter slide #5

Words are slippery.
Two people can use the same word and mean totally different things. 

Your job isn't to interpret – it’s to clarify.
Never assume you know what someone means.
If they didn't say it, don't use it.
We are there to collect the facts and evidence. If you don't understand what they mean, your analysis section in the report will be weak or flawed. (EOE)

1. Don’t Let words go unexplained.

Seemingly clear words are often ambiguous.
angry
embarrassed
flirting
harassed
uncomfortable
If you don’t clarify, you and the speaker might be imagining two completely different situations. 
We need to understand how they were "uncomfortable, embarrassed, flirting, harassed, etc." And explain what was meant by "x, y, z"? What is the context?

✅ What to Do 
“When you say ‘angry,’ what does that mean for you?”� “What did that look like?”� “What were you feeling physically or emotionally?”
You’re not challenging them—you’re making the picture clearer.

3. Don’t Accept Vague Answers

Vague responses create holes in the story.
Examples of vague answers:
“I don’t remember”
“It was just weird”
“Stuff happened”
“You know what I mean”
Holes prevent accurate analysis.
We want to connect the dots, holes do not let us do that.

✅ How to Gently Push for Clarity
“Can you tell me more about that?”
“What do you mean by ‘weird’?”
“What specifically happened next?”
“Help me understand what that looked like.”
This keeps the conversation moving without sounding confrontational.

4. If Someone Is Evasive, Change the Order of Questions
Go back and ask again.

People who rehearse a story usually memorize:
The beginning
The highlights
The ending
They don’t rehearse the middle, side details, or timeline jumps.
So if answers feel rehearsed or evasive:
Ask about small details
Jump around in time
Ask about reactions instead of actions
Ask them to tell you again from end-to-beginning. If they have rehearsed the information, then this will be difficult for them to do.

✅ Ask About Behavior
If someone says:
“They were flirting.”
Ask:
“What did they do that felt like flirting to you?”
If someone says:
“I was embarrassed.”
Ask:
“What happened that made you feel embarrassed?”
This keeps the focus on observable actions, not assumptions.

You MUST ask the allegation questions!









• Remember This:

Words don’t mean the 
same thing to everyone

•
Your job is not to guess
Your job is to ask the 
hard questions.
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Any questions? 



Motivations 
& 
Feelings

Presenter Notes
Presentation Notes
Think of an Investigation Like a Puzzle 🧩
Facts and behaviors are the puzzle pieces
Motivations and feelings help explain why the pieces might fit together
But feelings alone are not proof
Investigations involve people who are experiencing highly emotional situations.

What Motivations and Feelings Are Good For
1. They help explain context
They can answer questions like:
Why might someone have acted this way?
Why did the situation escalate?
Why did someone respond strongly—or not at all?
Example:
If a kid pushes another kid, knowing they were angry explains why it happened—but you still need to know what actually happened.

2. They guide where to ask questions
Motivations and feelings help investigators:
Know which details to explore
Understand reactions and decision‑making
See patterns in behavior
They help you ask better questions, not make conclusions.

What Motivations and Feelings Are Not Good For
❌ They are not evidence by themselves
Words like:
angry
uncomfortable
embarrassed
flirting
are labels, not facts.
Two people can feel the same emotion for very different reasons.

How Investigations Use Them Correctly ✅
Investigations record feelings and motivations, but they always:
Separate feelings from facts
Ask for behaviors
Connect feelings back to actions
Example:
❌ “They were harassing me.”
✅ “What did they say or do that felt harassing to you?”





Remember This:

Investigate actions, not 
assumptions.

Explain feelings with 
facts.



Interview 
Recording 

Presenter Notes
Presentation Notes
Mentimeter slide #6: How often do you record interviews? 

Recording interviews is optional.�Sometimes it helps, sometimes it doesn’t—use your judgment.
Texas law says one person can record. Your policy may be more restrictive.� 
Recordings are a temporary or transitory document.�They’re just a tool to help you write the report

Consider people’s comfort.� If someone is uncomfortable, you can:
Not record
If possible, have a second person help you take detailed notes
Ask them to leave their phone outside

When the case is over, recordings are destroyed� —unless OGC or SECO tell you to keep them.




Remember This:

Record only if it helps accuracy.

Consider concerns 
and destroy temporary 
documents — unless told 
otherwise.
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Recording interviews is optional.� Sometimes it helps, sometimes it doesn’t—use your judgment.
Texas law says one person can record.� If you know it’s being recorded, that’s legally enough.� Also, assume the other person might be recording too—stay professional.

Recordings are temporary.� They’re just tools to help write the interview summary and final report

People’s comfort matters.� If someone is uncomfortable, you can:
Not record
Take detailed notes
Ask them to leave their phone outside

When the case is over, recordings are destroyed� —unless OGC or SECO tell you to keep them.




What 
Good
Listening
Looks 
Like
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Mentimeter Slide #7
If time allows – 10 minutes group discussion. List positive and negative listening behaviors.

The Big Idea 
Good investigations aren’t about asking more questions — they’re about listening better.�When people feel heard, they share clearer, more complete, and more accurate information.
�1. Asking Questions ≠ Listening
Questions start the conversation
Listening is how you understand what really happened
Listening captures details, emotions, and meaning, not just facts

2. What Good (Positive) Listening Looks Like
You’re fully present (no multitasking)
Your body language says “I’m paying attention”
You let people tell their story without interruption
You reflect their words back to them to confirm understanding
Result: People feel respected → they share more
�3. What Bad (Negative) Listening Looks Like
Checking phones or screens
Fidgeting (pen clicking, foot tapping)
Thinking about the next question instead of the answer
Rushing the person
Impact: People shut down or feel dismissed

4. Small Behaviors = Big Impact
Eye contact, nodding, open posture
Silence (give them time to think)
Repeating their exact words (“You said you felt uncomfortable — can you tell me more?”)
Asking for clarity instead of assuming meaning

5. Stay Neutral, Stay Fair
Listen without reacting emotionally
Don’t agree or disagree — just understand
Stay focused on relevant facts while allowing storytelling

6. First Impressions Set the Tone
How you show up (especially virtually) matters before you speak
Body language and demeanor shape trust immediately

7. Why This Matters
Better listening = better facts
Better rapport = better cooperation
Better information = stronger, fairer investigations




Remember This:

Be present. Listen without 
distraction. Reflect, clarify, and stay 
neutral.

People talk more when they feel like 
they are part of a conversation and 
not an interview— and better 
listening leads to better 
investigations.
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MENTIMETER POLL #7 - "WHAT NEGATIVE LISTENING BEHAVIORS DO YOU STRUGGLE WITH?"



Deceptive 
behaviors ≠ proof 
of lying.

PULL THE 
THREAD
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What Is Deception?
Sometimes people don’t tell the full story, tell it confusingly, or tell it wrong — and that doesn’t automatically mean they’re “lying.”

Reasons people show deception:
People may show signs of deception (nervousness, inconsistency, odd behavior) but aren’t actually lying. Here are common reasons:

1. Stress or Anxiety
Being questioned or interviewed can make anyone nervous, even if they’re telling the truth.
2. Embarrassment
People might "hide" or sugarcoat details they find embarrassing, not out of dishonesty but self-consciousness.
3. Confusion or Poor Memory
They genuinely forgot, don’t remember clearly, or recall details inaccurately.
4. Fear of Consequences
Worried about getting in trouble, disappointing others, or facing repercussions, so they might act evasive or hesitant.
5. Protecting Privacy or Others
Avoiding sharing information to protect themselves or colleagues—e.g., skipping details about a coworker's mistake.
6. Trying to Please or Guess What You Want
Wanting to give the “right” answer or align with what they think the investigator wants, not necessarily their true account.
7. Misunderstanding the Question
Not fully understanding what's asked, leading to confusing or incomplete answers.
8. Trauma or Emotional Difficulty
Sensitive or emotional topics cause discomfort, avoidance, or inconsistent storytelling.
9. Lack of Confidence or Communication Skills
Struggles with expressing themselves can look like deception (e.g., avoiding eye contact, stumbling over words).
10. Personality Traits
Introverted, shy, or socially awkward individuals may show typical “deceptive” behaviors without lying.

Why Investigators Should Be Careful
The Risk
If suspicion takes over:
The investigator becomes overly focused on “catching a lie”
Neutral fact‑finding turns into confirmation bias
The investigation narrows instead of expands
Once you decide someone is lying, you stop listening.

What Suspicion Is Good For
Suspicion Gives You Permission To:
Ask more questions
Probe for details
Clarify timelines
Seek corroboration
Compare statements to evidence
This is called “pulling the thread.”





Remember This:
Suspicion is a signal, not a conclusion

Deception cannot be determined by 
body language

Your job is to ask, probe, and 
corroborate

Let evidence and inconsistencies 
speak, not accusations



Let’s 
Practice
I don't 
remember 
vs I didn't 
do it.



What You Ask:
At the staff potluck, did you proclaim that ‘gluten is the 
secret ingredient to world domination’ and then 
dramatically confiscate all the dinner rolls?

What You Hear:
I don’t remember saying anything like that.
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Scenario A: “I Don’t Remember” (Not a Denial)

Why This Matters:� “I don’t remember” could mean:
It happened, but they forgot
It happened, but they’re avoiding
It genuinely didn’t register

✅ Your job is to clarify — not assume
Best Follow‑Up:
“When you say you don’t remember, are you saying you might have, or that you’re certain you did not?”

Why This Matters:  
I don’t remember is different from “I didn’t do it.” It’s not a definitive denial, so follow-up questions help clarify the respondent’s certainty and understanding of their actions. The investigator’s job is to document and explore—not assume.






What You Ask:
On Thursday in the break room, did you say, 'Damn, 
your butt looks good – you been doing them squats?’

What You Hear:
Absolutely not! I just took the sexual harassment 
training. I would never say that to someone at work.

Presenter Notes
Presentation Notes
Scenario B: Clear Denial

What You Ask:�On Thursday in the break room, did you say, 'Damn, your butt looks good – you been doing them squats?’

What You Hear:�Absolutely not! I just took the sexual harassment training. I would never say that to someone at work.

Why This Matters:  
A direct denial ("I didn’t do it") is clear, but it’s best practice for investigators to confirm certainty and ask about possible context or presence, not just stop at the first denial. 
This ensures accuracy, fairness, and thorough documentation.





Credibility –
Not all 
differences 
matter
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Mentimeter slide #8

People remember the same event a little differently — that’s normal.�Imagine two people describe a birthday party. They both agree the party happened and who was there (that’s the cake, or the puzzle border). One remembers balloons, one remembers streamers — those are decorations, not the cake itself.”

The Puzzle Analogy
Every memory is like a puzzle.
The big pieces are the border and corners — they shape the whole image.
The small pieces fill in details, like colors or patterns.
Example:�Most people agree about the ‘border’ (where, who, what happened) but might disagree about ‘which shade of blue was in the sky.’ The border pieces matter more than the shade differences.

Example
Car Accident Witness
�Two witnesses saw a car accident. Both agree:
Two cars collided at the intersection.
It happened at Main Street and Maple.
It was raining.
But:
One thinks the cars were red and blue.
The other thinks they were red and green.
Teaching point:�The key facts match — when, where, what happened. The color of one car is a minor detail (like a small puzzle piece). The accident itself is the big border piece.

Memory differences on small details are expected.
Pay attention to whether the disagreement is about the core event or about the background/minor details.
Core events matter most for credibility.






Remember This:
People remember the same event a little 
differently — that’s normal.

Memory differences on small details are 
expected.

Pay attention to whether the 
disagreement is about the core event or 
about the background/minor details.



EVIDENCE DOESN'T NEED TO BE PERFECT.
IT NEEDS MAKE SENSE, BE EXPLAINABLE, AND HOLD UP WHEN 
SOMEONE ASKS QUESTIONS.

Direct Evidence

Proves a fact without 
guessing
(admission, video, 
message)

Circumstantial

Needs connecting clues
(patterns, timing, access)

Corroborating

Different sources 
confirming
the same information

SUFFICIENCY TEST

Would someone who wasn't involved in the investigation come to the same 
conclusion if they looked at the evidence?
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Investigators have to figure out what evidence there is to help you explain what really happened.

Types of Evidence
Direct: Proves a fact without guessing � (e.g., admission, video, text messages)

Circumstantial: You don't have obvious proof – but you notice connecting clues that point to the answer.� (e.g., patterns, timing, behavior, access)

Corroboration 
Corroboration does not mean two people saying the same thing word‑for‑word.
Corroboration can be:
Independent witnesses agreeing to pieces that support what happened.
Documentation supporting the behavior
 
Employee admits to drinking in the afternoons at work on Fridays→ Direct
Badge access + timeline + witness observations → Circumstantial
An email from the employee to a friend mentions “Friday afternoon drinks” at work. →Corroborating
Security Footage: Video shows the employee pouring something from a bottle into a mug in the break room at the same time witnesses reported. →Corroborating�







Resistance in 
Interviews

What could 
it mean?
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Presentation Notes
Mentimeter Slide #9 : People usually resist because they are......."

Resistance is a signal.
People usually resist because they’re:
Confused
Afraid
Unsure what will happen next
Not because they’re “being difficult.”

Ask yourself first:
“What’s making this hard for them right now?”
Common causes:
Unclear process
Fear of retaliation
Privacy concerns
Investigator tone, urgency, or wording
�How Investigators Reduce Resistance?
People talk more when they feel:
Informed
Respected
Calm
What helps:
Explain the process (and repeat it)
Acknowledge discomfort without excusing refusal
Be honest about confidentiality and limits
Slow down your pace and tone

Different People, Different Approach
1. Reluctant Complainants
Message:
“This process is happening because you asked for help.”
📌 Encourage engagement without minimizing impact or trauma.

2. Reluctant Respondents
Message:
“The record will reflect what is shared.”
📌 Participation = fairness, not blame.
�3. Reluctant Witnesses
Message:
“We can start broad.”
📌 Ease in. They didn’t ask to be here.

4. Reluctant Employees (Required Cooperation)
Message (only if needed):
“Employees are required to cooperate under system policy.”
⚠️ Authority is not a greeting — it’s a last step.

🎙 Discussion Prompts 
What early signs of resistance have you seen?
How might our tone or pacing contribute?
What usually works best for you when someone shuts down?






55%
of communication is
body language.
But stress ≠ 
deception.

MYTH

"They wouldn't make eye contact —
they're lying."

MYTH

"They looked up to the right —
deception!"

TRUTH

Body language reflects stress, not 
truthfulness.

TRUTH

Use behavior to guide questions, not 
conclusions.

SIMPLE RULE: BEHAVIOR GUIDES QUESTIONS, NOT DECISIONS.

Presenter Notes
Presentation Notes
Breaks down the relative weight of how we communicate into three components of how we communicate
7% Word
38% Tone of voice 
55% body language 

Body language does not tell you who’s lying.
Stress ≠ deception. Trauma, fear, power dynamics, culture, and neurodiversity all change how people look and act.

Your own body language matters. Do you look nervous, uncomfortable, awkward, upset, judging, not taking it seriously, concerned etc.� Your posture, tone, pace, and reactions could give the impression:
“It’s safe to talk to me – I'm not making decisions – my job is to gather the facts.”� —or—
“I totally think you did it.
__or__
"This is the fourth time you've complained this year – it never goes anywhere – you just like to whine."






Short 
Video:

Pivot!
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Bing Videos
Friends – Ross – Pivot!
Short 2 minutes

This video has nothing to do with investigations — and that’s the point.
As you watch, ask only one question:

“What is his body communicating?”
Let them answer:
Frustration
Stress
Urgency
Helplessness
Then land the plane:
“All of that is real — and none of it tells us anything about truth or deception.� That’s why body language guides questions, not conclusions.”

Body language reflects stress, frustration, urgency, and emotion — not truthfulness.
Ross:
Is not lying
Is not hiding intent
Is not being deceptive
Yet:
His body language is frantic
His tone escalates
His gestures become exaggerated
His stress is obvious
✅ This reinforces:
Stress ≠ deception
Emotion ≠ guilt
Behavior must not be used to label truthfulness






INVESTIGATOR
SELF-MANAGEMENT

Emotional Carryover

Carrying feelings or attitudes from one 
case to the next without realizing it.

Burnout Signs

Getting tired from too many cases, 
leading to shortcuts or a loss of 
interest.

Decision Fatigue

Getting tired from making lots of small 
decisions, so you start oversimplifying.

When to Pause

Knowing when to take a break or ask 
for help.

Presenter Notes
Presentation Notes
Mentimeter slide # 10 

Investigations are cognitive and emotional work.� How you manage yourself directly affects:
Fairness
Accuracy
Defensibility
Professional judgment
Unlike checklists or timelines,� self‑management failures don’t show up in policies—only in outcomes.
This section is about protecting:
Your objectivity
Your energy
Your decision‑making
� Emotional Carryover Between Cases
Unresolved reactions from one case quietly influencing the next.
Common examples:
If your last case was a false complaint, you might doubt new cases automatically.
If you recently dealt with a rude person, you could become impatient with the next interviewee—even if they’ve done nothing wrong.
After a disturbing case, you might feel emotionally numb and not connect with new cases.

⚠️ The danger: Emotional carryover creates unconscious weighting of evidence, not obvious bias.
You may still sound neutral—� but your curiosity, pacing, and follow‑up questions change.

Burnout:
What is it?
Getting tired or drained from too many cases, leading to shortcuts or loss of interest.
Example:
You stop asking extra questions because you just want to finish.
You rely on standard templates instead of thinking deeply.
You avoid clarifying facts—even if something seems unclear.
Why it matters:�You miss important details and cases get weaker, even though you’re not breaking any rules.

Decision Fatigue
Investigators make hundreds of small decisions per case:
What to ask
What to document
What to probe
What to let go
What matters most
As fatigue increases:
Nuance decreases
Binary thinking increases
“Good enough” replaces “fully analyzed”
Decision fatigue does not mean low effort— it means weighing becomes less precise.

When to Pause or Consult
Pausing is a professional skill, not a weakness.
Pause or consult when:
You feel unusually confident very early
You feel unusually frustrated with a party
Evidence seems “clear” before interviews are complete
You’re re‑reading the same facts without gaining clarity
You’re tempted to “just finish it”
Consulting protects:
You
The institution
The integrity of the finding
When to Pause or Consult
What is it?
Knowing when to take a break or ask for help so you don’t make mistakes.
Example:
If you feel really confident about a decision—too early—pause and check yourself.
If someone frustrates you, pause and make sure you’re still fair.
If you think the evidence is “obviously clear” before finishing all interviews, pause.
Why it matters:�Pausing isn’t weakness—it keeps you fair and protects everyone, including yourself.






Remember This:
Start every case clean.
Don't let the last case 
write this one.

Shortcuts are a warning 
sign, not efficiency.



Thank you for the
work you do.

How we investigate matters, because real 
people live with the results.

Presenter Notes
Presentation Notes
Thank you—for being here, and for doing this work. It can be hard, but it's important, and how we investigate really does affect people’s lives.

Please share your feedback. 
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