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CITY OF GREENBELT

ANTI-HARASSMENT POLICY
PURPOSE

The City of Greenbelt has zero tolerance for sexuat-unlawful harassment. Thus, the
purpose of this policy is to re-affirm the City's commitment to keeping its workplaces free
of unlawful harassment, to define and provide examples of the conduct that is prohibited,
to summarize the respective responsibilities for preventing, reporting, investigating, and
responding to violations, and to give clear warning of the serious consequences that
violators will face.

A copy of this policy shall be provided to all persons who are subject to it, and shall be
posted in the City workplaces.

POLICY
All of the following are prohibited by this policy, and by state and federal laws:
e harassment in any aspect of City employment, based on any legally protected
characteristic or status, including but not limited to, sex, sexual orientation,

gender identity, race, color, national origin, ancestry, religion, age, marital status,
physical disability, mental disability, e~medical condition, or genetic information;

« retaliation for opposing, filing a complaint about, or participating in an
investigation of any such harassment;

e aiding, abetting, inciting, compelling, or coercing any such harassment or
retaliation, or attempting to do so.

The City will take all reasonable steps necessary to prevent such misconduct from
occurring, and to remedy any occurrences. Any City employee found to have engaged
in such misconduct will be subject to disciplinary action, up to and including demotion,
suspension, and termination, and will be deemed to have acted outside the course and
scope of his or her City employment. Allegations for which there are conflicting witness
accounts or inconclusive evidence may result in employee movements or role changes.
Given the nature of the type of discrimination, the City of Greenbelt also recognizes that
false accusations of harassment can have serious effects on innocent men and women.
Therefore, false accusations will result in the same severe disciplinary action applicable
to one found guilty of harassment.

* —- i '-'{ e nghlight

The Community Pledge (2001) states:



“The strength of Greenbelt is diverse people living together in a spirit of cooperation. We
celebrate people of many cultures, faiths, and races living together. By sharing together
all are enriched.

We pledge to foster a community which is respectful, safe, and fair for all people.”

This policy applies to all City employees, volunteers, interns, vendors, and contractors,
as well as to all applicants for such positions. Contractors and recipients of city grants
must sign an anti-harassment affirmation.

This policy shall not be interpreted or applied in any manner that would be inconsistent
with any applicable state or federal law or regulation, or increase the legal liability of the
City.

It is mandatory for all city employees and members of the city council to complete sexual
unlawful harassment training.

City staffers must complete sexual-unlawful harassment training every five years.
Council members must complete sexual unlawful harassment training in person every
two years.

DESCRIPTION AND EXAMPLES OF PROHIBITED HARASSMENT
Harassment may take many forms, including but not limited to:

Discrimination

Personnel decisions based on stereotypes or assumptions about the abilities, traits, or
performance of individuals on the basis of race, religion, sex, sexual orientation, gender
identity, color, ancestry, serious medical condition, national origin, age, disability, marital
or parental status, pregnancy, political opinions or affiliations, or lawful employee
organization activities.

Verbal Harassment

Use of epithets, innuendos, threats, derogatory comments or references, slurs or jokes,
gestures, pranks, teasing or other banter, including negative stereotyping, on the basis
of race, religion, sex, sexual orientation, gender identity, color, ancestry, serious medical
condition, national origin, age, disability, marital or parental status, political opinions or
affiliations or lawful employee organization activities. Verbal harassment may also
include whistling, sexual remarks or well-intentioned compliments about a person’s
clothing, body, or sexual activities, and verbal harassment may include face-to-face or
remote interactions, like sexting and the use of self-destructive messaging applications
such as Snapchat.

Physical Harassment

Assault, unwelcome or hostile touching or contact, groping, stalking, intimidation,
impeding or blocking movement, and/or any physical interference with normal work or
movement when directed at an individual on the basis of race, religion, sex, sexual
orientation, gender identity, color, ancestry, serious medical condition, national origin,
age, disability marital or parental status, political opinions or affiliations, or lawful
employee organization activities.



Visual Forms of Harassment

Displaying sexual organs and displaying or distributing written or graphic material in the
workplace that is derogatory, demeaning, or displays hostility on the basis of race,
religion, sex, sexual orientation, gender identity, color, ancestry, serious medical
condition, national origin, age, disability, marital or parental status, political opinions or
affiliations, or lawful employee organization activities, including but not limited to jokes,
posters, notices, bulletins, magazines, cartoons, pictures, calendars, drawings,
advertisements, videos, Internet sites, or other electronic media.

Sexual Favors

Unwelcome sexual advances, expectations, propositions, requests, demands, or
pressure for sexual favors, and other verbal or physical conduct of a sexual nature which
are implicitly or explicitly a term or condition of an employee’s employment, are used as
the basis of employment decisions, or affect or interfere with the employee’s work
performance.

Hostile Environment

Conduct including the above-referenced behavior(s) that has the purpose or effect of
creating an intimidating, hostile, or offensive work environment on the basis of race,
religion, sex, sexual orientation, gender identity, color, ancestry, serious medical
condition, national origin, age, disability, marital or parental status, political opinions or
affiliations, or lawful employee organization activities.

The City of Greenbelt is committed to fostering a culture of respect and service, and the
city recognizes that sexual harassment can be an impediment to fulfilling this
commitment. Thus, all city employees with knowledge of incidents of harassment should
promptly them.

Steps To Take If You Believe You Are Being Harassed (or if You Know of Incidents
of Harassment)

1. If you feel safe in doing so, you should verbally tell the co-worker to stop the
offensive behavior.

- Your immediate supervisor

- A supervisor other than your direct supervisor
- Your Department Head

- The Human Resources Director

- The City Manager

You should make this complaint to the person with whom you feel most comfortable.

3. When making the complaint you must provide specific facts concerning the
offensive behavior. These facts should answer the following:

- Who committed the offensive behavior?
- What was the specific behavior?



- When and where did the incident(s) occur?

Steps Supervisors Should Take When Receiving A Harassment Complaint:

1. You should get as many facts as possible. Questions you should ask include:

- Who committed the offensive behavior?

- What was the specific behavior?

- When and where did the incident(s) occur?

- Does the person making the complaint have any idea why the offensive
behavior occurred?

- Were there any witnesses to the situation?

- What is the history of the relationship between the complainant and the
alleged harasser? Were they friends? Casual acquaintances? Only co-
workers?

- Has this type of incident ever happened before?

2. Stay neutral. It is your responsibility to gather facts not make judgments. Itis
also important that you not make any promises, other than to say an investigation
will be forthcoming.

3. Call the Human Resources Director with the complaint. Relay all information you
have gathered. It is critical that you make this step as soon as possible after
receiving the complaint.

Most importantly, as a Supervisor, if you actually observe harassing conduct, it is your
responsibility to immediately intervene to halt the conduct. You should also call the
Human Resources Director so an investigation can begin.

Upon completion of the investigation by the Human Resources Director or his or her
designee, the Human Resources Director shall communicate the results of the
investigation to the complainant, the accused, the City Manager, and as appropriate, all
others directly concerned.

To the extent permitted by law, confidentiality shall be maintained with respect to the
complaint, the information gathered during the investigation, and the results of the
investigation.

The city council shall be provided with notice of all complaints of unlawful sexual
harassment against city employees.

Complaints alleging certain ethical violations (e.g. gifts for sexual favors or to potential
accusers; using government resources to process sexually explicit materials) shall be
referred to the Ethics Commission for review.

Retaliation

The City of Greenbelt has a zero tolerance for retaliation against victims of sexual
unlawful harassment, as well as individulas -who report or otherwise participate in
investigations of incidents of alleged the harassment. Retaliation may include




unwarranted reprimands, unfairly downgraded personnel evaluations, reassignments to
less desirable jobs, verbal or physical abuse, and more inconvenient work schedules.

Transparency

The City of Greenbelt shall furnish an annual report on the number, type, and resolutions
of harassment-related complaints and investigations.

February 2017
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Name:

10.

Date:

The anti-discrimination laws prevent an employer from retaliating against someone for
complaining about harassment in the workplace.

True or False

For an action to constitute sexual harassment, the victim must be of the opposite sex of
the alleged harasser.

True or False

In the context of quid pro quo sexual harassment, the harasser has a position of power
over the person being harassed.

True or False
No conduct other than unwelcome sexual advances can give rise to sexual harassment.
True or False

A hostile work environment is created when a person’s conduct creates an intimidating,
hostile or offensive work environment.

True or False

A petty slight can give rise to a successful harassment claim.
True or False

A single action can give rise to a successful harassment claim.
True or False

A court or jury deciding whether your conduct constitutes harassment will consider your
intent and will disregard the impact of your conduct.

True or False
An employee does not have the right to report harassing behavior.
True or False

If an employee fails to make a formal complaint, a supervisor is still required to
investigate alleged acts of harassment.

True or False



