
A-61 HARASSMENT IN THE WORKPLACE

Last Revised:  

Date issued:    June 18, 2008

PURPOSE

 1. The purpose of this General Order is to establish a strong commitment to prohibit
and prevent discrimination, harassment, and retaliation within the Redding Police
Department; to define those terms; and to set forth a procedure for investigating
and resolving internal complaints.  The City and the Redding Police Department
encourage all individuals to report, as soon as possible, any conduct believed to
violate this policy.  

 2. The City, and the Redding Police Department, will not tolerate any conduct which
violates this policy.  Conduct need not arise to the level of a violation of law in
order to violate this policy.  Instead, a single act can violate this policy and
provide grounds for disciplinary action.

3. Harassment or discrimination against an employee by a supervisor, management
employee, co-worker, or contractor on the basis of race, religion, color, sex,
gender, sexual orientation, national origin, ancestry, citizenship status, veteran's
status, marital status, pregnancy, age, medical condition, genetic characteristics,
and physical or mental disability will not be tolerated.

4. This policy applies to all terms and conditions of employment, including, but not
limited to, promotion, disciplinary action, lay off, recall, transfer, leave of absence,
compensation, and training.

POLICY COVERAGE 

5. This policy prohibits City officials, officers, employees, or contractors from
harassing or discriminating against City officials, officers, employees, or
contractors because:

A. Of an individual's protected classification.
B. Of the perception that an individual has a protected classification. 
C. The individual associates with a person who has or is perceived to be in a

protected classification.

Disciplinary action up to and including termination may be instituted for behavior
described by, but not limited to, the following definitions of harassment and/or
discrimination, and/or retaliation.

DISCRIMINATION

6. This policy prohibits treating individuals differently because of the individual's
protected classification as set forth in this policy.

HARASSMENT

7. May include, but is not limited to, the following types of behavior displayed
because of a person's protected classification.  Harassment is not limited to an
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employee's conduct.  Under certain circumstances, harassment can also include
conduct by those who are not employees, such as elected officials, appointed
officials, persons providing services under contract, or even members of the
public.  Examples of harassment include:  

• Verbal harassment; such as epithets, derogatory comments or slurs, and
propositioning on the basis of a protected classification.  This may include,
but is not limited to, inappropriate comments on appearance, including
dress or physical features, or dress consistent with gender identification,
or race-oriented stories and jokes.

• Physical harassment; such as assault, impeding or blocking movement,
offensive touching, or any physical interference with normal work or
movement.  This includes pinching, grabbing, patting, propositioning,
leering, or making explicit or implied job threats or promises in return for
submission to physical acts.

• Visual harassment; such as derogatory posters, cartoons, e-mails,
pictures or drawings related to a protected classification.

• Sexual advances; requests for sexual favors and other acts of a sexual
nature where submission is made a term or condition of employment,
where submission to or rejection of the conduct is used as the basis for
employment decisions, or where the conduct is intended to, or actually
does, unreasonably interfere with an individual's work performance or
creates an intimidating, hostile, or offensive working environment.

8. When appropriate and possible, the person who feels they have been harassed
should warn the harasser that the particular behavior is offensive and
unwelcome.  The employee should make it clear that they are offended by a
particular behavior and will take official action if it continues.  If the harassing
behavior continues or the employee is unable or unwilling to confront the
harasser directly, the employee should inform a supervisor immediately, in
writing or verbally.

9. The complaining party need not follow the chain-of-command to report harassing,
discriminatory, or offensive conduct.  

RETALIATION

10. Any adverse conduct taken because an employee or contractor has reported
harassment or discrimination, or has participated in the complaint and
investigation process described herein is prohibited.  "Adverse conduct" includes,
but is not limited to, taking sides because an individual has reported harassment
or discrimination, spreading rumors about a complainant, shunning, and avoiding
an individual who reports harassment or discrimination, or real or implied threats
of intimidation to prevent an individual from reporting harassment or
discrimination.  The following individuals are protected from retaliation:
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• Those who make good faith reports of harassment or discrimination, and
those who associate with an individual who was involved in reporting
harassment or discrimination, or who participates in the complaint or
investigation process.

11. A supervisor or manager encountering any of the aforementioned forms of
misconduct shall be proactive and take the following minimal actions:  

• Contact the complaining party, or the person experiencing this type of
conduct and advise the employee of options available, and the actions
that will be taken.

• Investigate the action complained of or observed and affect the necessary
disciplinary action.  Notify the Chief of Police, and the City Personnel
Director, via the chain-of-command, at the earliest opportunity, regarding
the nature of complaint and what action has been initiated. 

• Contact the complaining party, or the person experiencing this type of
violation, and advise them of the results of the Supervisor's investigation
and action.  Determine if the complaining party is satisfied with this
resolution and, if not, advise the employee what alternative courses of
action are available to remedy their complaint.  

• Take reasonable steps to protect the complainant from further
harassment, discrimination, or retaliation.

• Document the entire process and finding, and forward it through the chain-
of-command to the Chief of Police, to include the City Personnel Director.

12. The Chief of Police will determine whether an internal affairs investigation is
required for harassment, discrimination, or retaliation complaints.  An
investigation may be conducted whether or not an involved party elects to pursue
a complaint.  If, based upon the facts and circumstances presented, a decision is
made to proceed, a complete investigation will be conducted as soon as
possible.

13. If the employee's complaint has not been resolved to the satisfaction of the
employee, the employee may file a formal grievance in a manner consistent with
the City policy and their respective memoranda of understanding.

Any employee has an absolute right to go directly to the California Department of
Fair Employment and Housing or the Federal Equal Employment Opportunity
Commission for assistance.  

CONFIDENTIALITY

14. Every effort will be made to ensure the confidentiality of complaints made under
this policy.   Complete confidentiality cannot occur; however, due to the need to
fully investigate and the duty to take affective remedial action.  As a result,
confidentiality will be maintained to the extent possible.  An individual who is
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interviewed during the course of an investigation is prohibited from discussing the
substance of the interview, except as otherwise directed by the Chief of Police.
An individual who discusses the content of an investigatory interview will be
subject to discipline or other appropriate sanction.  The City will not disclose a
completed investigation report except as it deems necessary to support a
disciplinary action, to take remedial action, to defend itself in adversarial
proceedings, or to comply with the law or court order.

Leonard F. Moty
Chief of Police

Supersedes Instruction 94-09

 


