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REFERENCE

Central Pierce Fire & Rescue
SCOPE

All personnel.
PURPOSE
To utilize a standard harassment policy for Central Pierce Fire & Rescue.

POLICY
1. It is the policy of Central Pierce Fire & Rescue to provide a work environment for all male and female employees that is harmonious and free from intimidation.  Therefore, Central Pierce Fire & Rescue will not tolerate any form or degree of harassment, i.e. harassment on the basis of an employee’s (or citizen’s) race, creed, color, national origin, age, sex, marital status, or the presence of a physical, sensory, or mental disability.

2. An employee who engages in such behavior may be in violation of Federal and State law, in addition to violating District policy.  An employee engaging in harassment may be found personally liable by court action.

3. Prompt disciplinary action will be taken against an employee guilty of harassment.

4. Employees who report harassment shall not be subjected to any form of retaliation.  Any employee responsible for any form of retaliatory conduct shall be subject to disciplinary action.

5. If an employee believes he/she is experiencing harassment of any kind, the following complaint/investigation procedure should be observed.

5.1. Clearly inform the ‘harasser” that his/her behavior is inappropriate, offensive, unwelcome, and should immediately cease.

5.2. Bring the matter to the attention of the immediate, non-involved supervisor within the department.  Include the specific date (s) of the occurrence, the individual (s) involved and any witnesses.  (A non-involved supervisor is defined as the first person in an employee’s organization that is not subject to the complaint).

5.3. It is the responsibility of the supervisor to investigate the complaint in a timely manner to determine if it has merit.  (The chief should be notified immediately when a complaint is registered.)  The supervisor shall also immediately inform the appropriate department head.  Appropriate disciplinary action will be determined.  The supervisor shall inform both parties to the complaint of the results of the investigation and of any disciplinary action.  When disciplinary action is taken, documentation will be made.

5.4. If either party objects to the department head’s decision, the matter will be referred to the Chief for review in a timely manner.

5.5. If a department head is the subject of a complaint of harassment, the matter will be referred to the Chief for review.

5.6. In those circumstances where the Chief is the object of the complaint, the Board of Commissioners shall be informed.

6. Anyone who is found to have violated this policy is subject to corrective action up to and including discharge.  Corrective action in other cases will depend on the gravity of the offense and not on the status of the offender, and may include immediate discharge in appropriate circumstances.  Any proven instance of assault, including assault of a sexual nature, will result in immediate termination of employment.  We will take whatever action we deem necessary to prevent an offense from being repeated.

7. Even if the complaint cannot be substantiated, a general warning shall be made to all personnel regarding the possible consequences of work place harassment and a copy of this policy shall be redistributed to all personnel.

8. We will not permit retaliation against anyone who makes a complaint or who cooperated in an investigation.

9. If, for any reason, an employee is reluctant to bring a problem of harassment to the attention of his/her immediate non-involved supervisor, the Chief should be consulted.

10. Definitions & Examples: 

10.1. Sexual Harassment:  Any deliberate or repeated, unsolicited verbal comment, gesture, or physical contact of a sexual nature by any employee that is unwelcome to the recipient or which causes the recipient discomfort or humiliation or which interferes with the recipient’s work performance.

Any incident in which an in individual uses implicit or explicit coercive sexual behavior or influence to affect the career, salary, or employment of another employee or prospective employee.

10.2. Harassment:  Intimidating, hostile, derogatory, contemptuous or otherwise offensive remarks or behavior, whether or not sexual in nature. 

11. Harassment & Examples:

11.1. Prohibited harassment includes comments, slurs, jokes, innuendoes, cartoons, pranks, physical harassment, etc., which are derogatory on the basis of the employee’s protected class membership or which are promoted by the employee’s protected class membership.

11.2. Remarks or jokes about a person’s clothing, body, or sexual activity; unwanted touching, patting or brushing against a person in a manner creating an intimidating, humiliating, or hostile environment.

11.3. Verbal abuse or pressure for sexual activity.

11.4. Visual material such as male or female photos of nudity or suggestive poses, which create an intimidating, humiliating, or hostile environment.

11.5. Vulgar or sexual comments, jokes, stories, and innuendo.

11.6. Vulgarity, leering, inappropriate touching and obscene or suggestive gestures

11.7. Unwelcome and repeated flirtations, requests for dates.

11.8. Intimidating, hostile, derogatory, contemptuous or otherwise offensive remarks, whether or not sexual in nature, that are directed at one sex where the remarks cause discomfort or humiliation, and interfere with the performance of the employee’s duties.

11.9. Retaliation against an employee for refusing sexual or social overtures, for complaining about sexual harassment, or for cooperating with the investigation of a complaint.

PROCEDURE
N/A
ATTACHMENTS

N/A
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