Sexual Harassment Hurts Everyone

Notice to All Staff

Sexual harassment is prohibited by this company
and is against the law.

You should be aware of:
¢ What sexual harassment is;
e What steps to take if harassment occurs; and

¢ Prohibition against retaliation for reporting sexual
harassment.

Please read this information sheet. If you have any
questions or concerns about it, contact your supervisor,
personnel department representative or your
investigative officer for further information.

What Is Sexual Harassment?

Both California and federal law prohibit sexual
harassment.

Sexual harassment is a form of discrimination based on
sex/gender (including pregnancy, childbirth, or related
medical conditions), gender identity, gender expression,
transgender, or sexual orientation. Although many people
think of sexual harassment as involving a male boss and
a female employee, this is not always the case. Individuals
of any gender can be the target of sexual harassment.
Sexual harassment may also involve harassment of a
person of the same gender as the harasser, regardless of
either person’s sexual orientation or gender identity.

Sexually harassing conduct need not be motivated by
sexual desire to be unlawful.

Sexual harassment often involves co-workers, other
employees of the company or other persons doing
business with or for the company.

Job applicants, independant contractors, unpaid interns
and volunteers are also protected by the laws against
sexual harassment.

Types of Sexual Harassment

In general, there are two types of sexual harassment:

"Quid Pro Quo" (Latin for "this for that") sexual harassment
is when sonmeone conditions a job, promotion or other
work benefit by your submission to sexual advances or
other conduct based on sex.

"Hostile work environment" sexual harassment occurs
when unwelcome comments or conduct based on sex,
unreasonably interfere with your work performance or create
an intimidating, hostile,or offensive work environment, even if
the offancive condiict wae not aimed directlv at vorr

Even single incidents of harassment violate our policy and
may be unlawful.

Behaviors that May Be
Sexual Harassment

The definition of sexual harassment includes many forms
of offensive behavior, including same-gender harassment.

1. Verbal harassment
Examples: Sexual comments, derogatory comments
or slurs, epithets, name-calling, belittling, sexually
explicit or degrading words to describe an individual,
sexually explicit jokes, comments about an
employee's anatomy and/or dress, sexually oriented
noises or remarks, questions about a person's sexual
practices, use of patronizing terms or remarks, verbal
abuse, graphic verbal commentaries about the body,
suggestive or obscene messages or invitations.

2. Physical harassment
Examples: Physical touching, assault, impeding
or blocking movement, pinching, patting, grabbing,
brushing against or poking another employee's bodly,
hazing or initiation that involves a sexual component,
requiring an employee to wear sexually suggestive
clothing, any physical interference with normal work or
movement, sexually oriented gestures.

3. Visual harassment
Examples: Displaying sexual pictures or objects,
derogatory posters, cartoons or drawings, displaying
sexual media or electronic information, such as
computer images, text messages, emails, web pages,
or multimedia content, displaying sexual writings
or objects, obscene letters or invitations, staring at
an employee's anatomy, notes, leering, mooning,
unwanted love letters or notes.

4. Sexual favors
Examples: Unwanted sexual advances or acts which
condition an employment benefit upon an exchange of
sexual favors. Continued requests for dates, any threat
of demotion, termination, etc. if requested sexual
favors are not given, making or threatening reprisals
after a negative response to sexual advances,
propositioning an individual.

It is impossible to define every action or all words

that could be interpreted as sexual harassment. The
examples listed above, along with the definition of
sexual harassment, are not meant to be a complete list
of objectionable behavior nor do they always constitute
sexual harassment.

Training Requirements

Employers who do business in California and employ 5
or more part-time or full-time employees must provide
at least one hour of training regarding the prevention

of sexual harassment, including harassment based

on gender identity, gender expression, and sexual
orientation, to each non-supervisory employee; and two
hours of such training to each supervisory employee.
Training must be provided within six months of
assumption of employment.

Employees must be trained during calendar year 2020,
and, after January 1, 2021, training must be provided
again every two years. Please see Gov. Code 12950.1
and 2 CCR 11024 for further information.

Harassers Are Personally Liable

If you, as an employee, are found to have engaged

in sexual harassment, or if you as a manager know
about the harassing conduct of an employee or non-
employee (e.g., client or customer) doing business
with the company and condone or ratify it, you may be
personally liable for monetary damages. This company
will not pay damages assessed against you personally.

This company takes seriously its duty to take all reasonable
steps to prevent discrimination and harassment from
occurring and to create a workplace free of harassment.
This company recognizes its own responsibility and
potential liability for harassment in the workplace.

If harassment does occur, this company will take
effective action to stop any further harassment and
to promptly correct any harassing conduct. This
company will take appropriate disciplinary measures
— termination is one possible action — against any
employee who engages in sexual harassment.

Protection Against Retaliation

Company policy and state and federal law forbid
retaliation, and threats of retaliation, against any
employee who rejects advances, complains about
harassment, or participates in an investigation.

Prohibited retaliation includes but is not limited to:
e Demotion;

e Suspension;

¢ Failure to hire or-consider for hire;

¢ Failure to give equal consideration in making
employment decisions; and

e Failure to make impartial emplovment



