
ANTI-HARASSMENT POLICY
THIS ANTI-HARASSMENT POLICY (hereinafter the “Policy”) is being distributed by  (hereinafter the “Company”).

The Company will take all reasonable steps to prevent unlawful harassment from occurring.  In addition to prohibiting other forms of unlawful discrimination, the Company maintains a strict policy prohibiting harassment because of gender, gender identity, genetic characteristics or information, sex, race, color, national origin, ancestry, religion, creed, physical or mental disability, cancer-related medical condition, marital status, veteran status, sexual orientation, age, and any other basis protected by applicable federal, state, or local law.  All such harassment is prohibited.  The Company’s anti-harassment policy applies to all employees involved in the operations of the Company and prohibits harassment by any Company employee, including supervisors, and co-workers.

Sexual Harassment

The law defines sexual harassment as unwanted sexual advances, requests for sexual favors or visual, verbal, or physical conduct of a sexual nature when: (1) submission to such conduct is made a term or condition of employment; (2) submission to or rejection of such conduct is used as basis for employment decisions affecting the individual; or (3) such conduct has the purpose or effect of unreasonably interfering with an employee’s work performance or creating an intimidating, hostile or offensive working environment.

Sexual harassment is unlawful regardless of the genders involved.

National Origin, Race, and Other Forms of Harassment

Race and other forms of harassment can occur through verbal, physical, or other activity directed at employees in protected categories.  It may occur when co-workers and/or supervisors use slurs or epithets referring, for example, to the national origin, race, or sexual orientation of an employee.  Or it may occur through other kinds of activity, such as placing graphic images negatively connected to the race of an employee on or near the employee’s desk, locker, or work location.  All such activity is strictly prohibited under the Company’s unlawful harassment policy.  If any employee is uncertain as to the type of conduct prohibited under this policy, he or she should contact their supervisor immediately.

Preventing Sexual and Other Forms of Harassment

The Company’s Complaint Procedure
Employees who believe they have been harassed on the job should provide a written or oral complaint to the  of the Company as soon as possible.  The complaint should include details of the incident(s), names of individuals involved, and the names of any witnesses.  Supervisors and managers must immediately refer all harassment complaints to the  of the Company.

All incidents of sexual or other harassment that are reported must and will be investigated, even if the alleged victim expresses a desire that the Company not investigate.  That is the law.  The  of the Company will immediately undertake or direct an effective, thorough, and objective investigation of the harassment allegations.  The investigation shall be completed and a determination regarding the harassment alleged will be made and communicated to the employee(s) who complained and to the accused harasser(s).  If the Company determines that sexual or other prohibited harassment has occurred, the Company will take effective remedial action commensurate with the circumstances.  Appropriate action will also be taken to deter any future harassment.  If a complaint of harassment is substantiated, appropriate disciplinary action, up to and including termination, will be taken and the Company will communicate to the complainant that action has been taken to prevent further harassment. 

ALL EMPLOYEES SHOULD NOTE THAT THE FAILURE TO USE THE COMPANY’S COMPLAINT PROCEDURE MAY RESULT IN THE DEFEAT OF ANY CLAIM OF SEXUAL OR OTHER HARASSMENT IF LITIGATED.

Employee’s Duty to Disclose Benefits Received

No supervisor, manager, or officer of the corporation is authorized to condition the receipt or denial of any benefit, compensation, or other term or condition of employment on an employee’s complying with any sexual demand.  To the contrary, all employees are instructed that they must refuse such demands and report them promptly.  Any employee who is found to have obtained any benefit from the Company because he or she submitted to an unreported sexual demand will be disciplined appropriately, including but not limited to, reimbursement for the value of any benefits received.  Any employee making such a demand will be disciplined, up to and including termination.

Liability for Sexual or Other Harassment

Any employee of the Company, whether co-worker, supervisor, or manager, who is found to have engaged in unlawful harassment is subject to disciplinary action up to and including termination from employment.

Additional Enforcement Information

In addition to the Company’s internal complaint procedures regarding harassment and discrimination, employees should be aware that the federal Equal Employment Opportunity Commission (EEOC) also investigates and prosecutes such complaints.  

The Company will not adopt or enforce any rule, regulation, or policy preventing an employee from disclosing information to the Company or to a governmental or law enforcement agency if the employee has reasonable cause to believe that the information discloses a violation of state or federal statute, or a violation of or non-compliance with a state or federal rule or regulation.  

If any Company employee wishes to make a report regarding suspected unlawful activity, he or she should report the activity immediately to the  who will initiate a prompt, thorough, and objective investigation.  Reports should be in writing with as much detail as possible.  Oral and anonymous reports will also be accepted and investigated.  

If an employee elects not to report suspected unlawful activity as defined above to the Company, he or she may contact the Office of the Attorney General’s whistleblower hotline.  The Attorney General shall refer calls received on the whistleblower hotline to the appropriate governmental authority for review and possible investigation.
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