PR-104.B Anti - Harassment Policy

The County is committed to maintaining a work environment that is free of harassment.
Each employee has a responsibility to ensure that harassment based on an individual's
gender, race, color, national origin, religion, religion, religion, disability, age, sexual
orientation, genetic information or veteran status does not occur in the workplace.

Harassment is prohibited. Behavior is considered harassment when such conduct has
the purpose or effect of unreasonably interfering with an employee’s work performance,
or creating an intimidating, hostile or offensive work environment. Harassment can be
physical or verbal behavior and can include stereotypical terms, derogatory statements,
abusive language, and discriminatory remarks that are offensive or objectionable to the
recipient.

Definition: Harassment on the basis of sex is defined as 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
an individual's employment, (2) submission to or rejection of such conduct by an
individual is used as the basis for employment decisions affecting such individual, or (3)
such conduct has the purpose or effect of unreasonably interfering with an individual's
work performance or creating an intimidating, hostile, or offensive working environment.

The following is a partial list of unwelcome behavior:

a. Unwelcome sexual advances or propositions.

b. Requests for sexual favors.

c.  Written or verbal material of a sexual nature.

d Unwelcome or unwanted comments about an individual’s body or
appearance.

e. Speaking about one’s sex life or gossiping about another’s sex life,
sexual prowess, sexual jokes, epithets, slurs, derogatory comments,
profanity, and obscenity.

A. Workplace Harassment

Definition: Any verbal or physical conduct that denigrates or shows hostility or aversion
to an individual because of race, color, gender, sexual orientation, genetic information,
religion, age, national origin, veterans’ status or disability. Harassment can also be verbal
or physical behavior, which is derogatory, abusive, disparaging, bullying, threatening or
disrespectful even if unrelated to a protected class.

The following is a partial list of workplace harassment behavior:

a. Verbal or physical conduct that denigrates or shows hostility or aversion
to an individual or group.
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Epithets, slurs, stereotyping, threatening, intimidating, or hostile acts
based on any characteristic in paragraph 104 B (1).

Written or graphic material that denigrates or shows hostility or aversion
toward an individual or group.

Although some acts prohibited by this policy may not constitute unlawful harassment
under state or federal law, employees who feel they are being subjected to harassment
of any kind must bring the matter to the attention of one of the persons listed in No. 3

below.

1)

3)

Violation of policy: Violation of this policy shall be grounds for disciplinary
actions. Should any grievance proceeding under these Rules result in a
finding that a violation of this policy has occurred, disciplinary actions shall
be commenced immediately under the disciplinary rules, and the grievance
proceedings shall be terminated.

Harassment Complaint Procedure: Any employee who believes they are the
victim of workplace or sexual harassment should complain immediately to
their next level supervisor, Appointing Authority, or the Chief Human
Resources Officer. Any supervisor who observes possible acts of
harassment in the workplace shall immediately report what they observed
to their next level supervisor, Appointing Authority, or the Chief Human
Resources Officer. In every instance in which a complaint or report of
possible sexual harassment is received by a supervisor or Appointing
Authority, the supervisor or Appointing Authority shall immediately notify the
Chief Human Resources Officer.

Harassment Investigation Procedure: The Chief Human Resources Officer
shall immediately, or as soon as reasonably possible, conduct an
investigation of any complaint or report of possible workplace or sexual
harassment. The Chief Human Resources Officer may designate a qualified
investigator to perform the investigative duties, with the report submitted to
the Chief Human Resources Officer.

a. The parties and all witnesses, if any, shall be interviewed and written
or recorded statements taken. The Chief Human Resources Officer
shall conclude the investigation and submit written findings and
conclusions to the responsible Appointing Authority within 15
working days of first receiving the report or complaint.

b. The Chief Human Resources Officer shall advise the Appointing
Authority if either an allegation or denial is supported by convincing
evidence. If the Chief Human Resources Officer’s opinion is that it is
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impossible to satisfactorily determine the truth or falsity of the
complaint or report, the Appointing Authority shall be advised the
allegation has not been substantiated. If the Chief Human Resources
Officer determines an act of harassment occurred, the report shall
also include recommendations as to disciplinary and other remedial
action.

Responsibility of Appointing Authority after receiving results of investigation:
Upon receipt of the results of the investigation by the Chief Human
Resources Officer, the responsible Appointing Authority shall have three
working days in which to take action. In the exercise of their sound
discretion, the Appointing Authority may either accept or reject the
recommendations submitted by the Chief Human Resources Officer.
However, if the Appointing Authority determines to reject or modify the
recommendations of the Chief Human Resources Officer they shall do so
by written response, stating the reasons for doing so. If an appointed County
Officer and the Chief Human Resources Officer disagree on the action(s) to
be taken, the matter will be resolved by the County Administrator. If there is
a conflict between the County Administrator and the Chief Human
Resources Officer, the matter will be referred to the BOS for a decision. If
the disagreement is between an elected County Officer and the Chief
Human Resources Officer, the matter will be referred to the BOS for a
decision.

If action is warranted, the Appointing Authority shall immediately initiate the
same. The Appointing Authority shall also notify the Chief Human
Resources Officer of all action taken with regard to the results of the
investigation.

Amended: 11/4/2002, 10/05/2015, 04/16/2018, 11/03/2025
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