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Policy

Carroll County will not discriminate against any employee ot applicant for employment because of
race, colot, sex, marital status, sexual orientation, gender identity, gendet exptession, national origin,
religious creed, age, physical or mental disability, genetic information, or veteran status, or any other
characteristic protected by law.

Details

Carroll County has established the following Complaint Procedutes to address all types of
disctimination complaints. Employees have the right to use these procedures without jeopardizing
their current or prospective employment status.

Catroll County believes that each individual employed by us has the right to be free from illegal
discrimination or harassment because of race, creed, colot, religious creed, national origin, age,
sex, gender identity, gender expression, marital status, sexual orientation, physical or mental
disability, genetic information or veteran status. All employees should be able to work in an
environment free from all forms of discrimination, intimidation and harassment, including sexual
harassment. All employees must treat each other with courtesy, consideration and professionalism.

To achieve our goal of providing a workplace free from sexual and other illegal harassment and
discrimination, the conduct that is described in this policy will not be tolerated and we have provided
a procedure by which inapproptiate conduct will be dealt with. Where inapproptiate conduct is found,
we will act promptly to eliminate the conduct and impose such cotrective actions as are necessary
including disciplinary action ot termination whete approptiate.

Please note that while this policy sets forth our goals of promoting a workplace that is free of sexual
or other illegal harassment, the policy is not designed ot intended to limit our authority to discipline
ot take remedial action for workplace conduct which we deem unacceptable, regardless of whether
that conduct satisfies the definition of illegal or sexual harassment or discrimination.

DEFINITION OF SEXUAL AND OTHER ILLEGAIL HARASSMENT

Harassment refers to unreasonable conduct or behavior which is petsonally offensive or threatening,
impairs morale, or interferes with the work effectiveness of employees. Examples of harassment
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include conduct or comments that threaten physical violence; offensive, unsolicited tremarks;
unwelcome gestutes or physical contact, display or citculation of written materials, items or pictures
degrading to any gender, racial, ethnic, religious, age, disability ot othet group listed above; and vetbal
abuse or insults about or directed at any employee, ot group of employees because of their relationship
in any of the groups listed above.

Sexual harassment includes unwelcome sexual advances, requests for sexual favors, and verbal or
physical conduct of a sexual nature when:

e submission to or rejection of such advances, requests or conduct is made either explicitly or
implicitly a term or condition of employment or as a basis for employment decisions; ot,

¢ such advances, requests or conduct have the putrpose or effect of unreasonably intetfering
with an individual’s work performance by creating an intimidating, hostile, humiliating or
sexually offensive work environment.

Under these definitions, direct or implied requests by a supervisor for sexual favors in exchange for
actual or promised job benefits such as favorable reviews, salary increases, promotions, increased
benefits, or continued employment constitutes sexual harassment.

The legal definition of sexual harassment is broad and in addition to the above examples, othet sexually
oriented conduct, whether it is intended or not, that is unwelcome and has the effect of creating a
workplace environment that is hostile, offensive, intimidating, ot humiliating to male or female
workers may also constitute sexual harassment.

While it is not possible to list all those additional circumstances that may constitute sexual harassment,
the following are some examples of conduct which, if unwelcome, may constitute sexual harassment
depending upon the totality of the circumstances including the sevetity of the conduct and/or its
pervasiveness:

1. Verbal: sexual innuendoes, racial or sexual epithets, derogatoty slurs, off-color jokes,
propositions, threats or suggestive or insulting sounds;

2. Visual/Non-verbal: derogatory postets, cartoons, or drawings; suggestive objects or
pictures; graphic commentaties; leering; or obscene gestutes;

3. Physical: unwanted physical contact including touching, interference with an individual’s
notmal work movement or assault; and

4. Retaliation: making or threatening reprisals as a result of a negative response to harassment.

Each employee must exercise his or her good judgment to avoid engaging in conduct that may be
perceived by others as harassment.

Harassment can come from superiors, fellow employees, clients, visitors or vendors. Men as well as
women can be victims of sexual or other harassment. It cannot be stressed enough that Carroll
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County will not tolerate any form of illegal discrimination or harassment. Violations of this
policy, whether intended or not, will not be permitted.

All employees should take special note that retaliation against an individual who has complained about
sexual or other harassment or discrimination, and retaliation against individuals for cooperating with
an investigation of a sexual or other harassment or discrimination complaint is unlawful and will not
be tolerated.

HARASSMENT/DISCRIMINATION GRIEVANCE PROCEDURE

Should you feel that you are being harassed or discriminated against or that you have observed
harassment or discrimination, please follow these guidelines to help us remedy the problem.

Harassment or discrimination by other employees or by clients or vendots should immediately be
brought to the attention of the Human Resources Department. These individuals are also available
to discuss any questions ot concerns you may have and to provide information to you about our policy
on sexual or other illegal harassment and discrimination and outr complaint process.

Do not allow an inapproptiate situation to continue by not reporting it, regardless of who is creating
the problem. No employee in this organization is exempt from this policy.

If, at any point in the process, a complaining employee is dissatisfied with the investigation being
conducted, the employee should bring it to the attention of the individuals listed above.

HARASSMENT/DISCRIMINATION INVESTIGATION

When we receive a complaint of harassment or discrimination, we will promptly investigate the
allegation. Complaints will be kept confidential to the extent consistent with our obligation to look
into and remedy any harassment or discrimination. For most matters, the mvestigation will include
an interview with the person filing the complaint, an interview with the person alleged to have
committed the harassment, and to the extent necessary, interviews with co-employees ot other
witnesses. All employees are expected to be truthful, forthcoming and cooperative in connection with
a complaint investigation.

Once the investigation is complete, we will, to the extent possible, inform the person filing the
complaint and the person alleged to have committed the conduct of the results of the investigation.

Ifit is determined that inapproptiate conduct occurred, we will act promptly to eliminate the offending
conduct, and where it is appropriate, we will impose disciplinary action.

There may be instances when, depending upon the nature of the allegations of harassment or
discrimination, an alleged wrongdoer will be suspended, with pay, pending investigation. Suspension
pending investigation should not be considered as a conclusion of wrongdoing.
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DISCIPLINARY ACTION

Carroll County will not condone, permit or tolerate unlawful harassment or discrimination in any
manner whatsoever. Any employee who is found to have engaged in harassment or discrimination
contrary to this policy will be subject to disciplinary action, up to and including suspension or
termination, depending, among other things, on the nature of the conduct. As stated previously, this
sexual and anti-harassment and discrimination policy is not designed or intended to limit our authority
to discipline or take remedial action for workplace conduct which we deem unacceptable, regardless
of whether that conduct satisfies the definition of illegal or sexual harassment or discrimination.

RETALIATION

Carroll County also prohibits any form of retaliation against any employee for filing a good faith
complaint under this policy or for assisting in a complaint investigation. Anyone found to have
engaged in such retaliation against a person who has registered a complaint under this policy ot to
have retaliated against anyone for assisting in the investigation of a complaint, will be subject to
disciplinaty action up to and including suspension or termination. Any employee who believes that
he or she is being retaliated against should bring it to the attention of the Carroll County Human
Resources Department so that appropriate action may be taken.

This policy was adopted by vote of the Carroll County Board of Commissioners on March 3, 2022.
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